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Figure 1 Common starling (Sturnus vulgaris) flock massing at dusk at winter roost, Gloucestershire, UK
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SUMMARY  
Planned change is a rule rather than an exception in organizations (Homan, 2005). As planned change brings 
uncertainty to employees, a key issue for successful change projects is creating readiness for change (Holt, et 
al., 2007). The circumstances under which change occurs and the processes of how change is dealt with, have 
impact on the level of employees’ readiness for change (Bouckenooghe, et al., 2009). Despite the relevance of 
creating the right circumstances, process and level of readiness for change, there is no generally accepted 
rigorous (reliable and valid) questionnaire to assess them (Holt, et al., 2007). However, a rigorous assessment is 
necessary to create successful change projects (Ten Have & Visser, 2004).  
A literature review reveals that the Organizational Change Questionnaire (OCQ) by Bouckenooghe, et al. (2009) 
is the most rigorous instrument to measure readiness for change, based on its  conceptualizations, conceptual 
model, and sample size including both managerial and non-managerial respondents. Bouckenooghe, et al. 
(2009) specify ten claims on readiness for change based on this OCQ, that have not been tested in other 
studies yet. Bouckenooghe (2010) calls for more research on readiness for change that fosters a multisource 
data collection method, including non-traditional qualitative methodologies. This is especially important, as 
questionnaire based studies might have a bias issue due to socially desirable behavior (Gorrell, et al., 2010).  
This single-case study investigates eight of these ten OCQ claims on readiness for change by Bouckenooghe, 
et al., by replicating their study. In addition, it explores a retained key claim of the OCQ by employing two 
non-traditional qualitative methodologies: a systems constellation and a LIWC analysis. Systems constellations 
apply stand-ins representing the key elements in a client’s problem, showing a client’s tacitly experienced 
relationships between these elements (Jurg, et al., 2008). Stand-ins are people who neither know the client nor 
the problem, nor the element they represent. LIWC (Linguistic Inquiry and Word Count) is a computerized text 
analysis program that classifies texts in psychological categories on a word-by-word basis, in an objective and 
automated way (Zijlstra, et al., 2004).  
The case covers Siza’s Service Organization, a staff department of a social healthcare organization in the 
Netherlands. At the start of this investigation, Siza’s Service Organization was preparing for a planned change 
project, including an organizational restructuring and a major redundancy. The preparations consisted of 
employee involvement in the change process, even though the added value is suggested to be unclear and 
unproven (Wagenaar, 2007) and it can be perceived as manipulation in planned change projects (Balogun & 
Hope Hailey, 2008). As the OCQ is validated in organizations just before and during the implementation of 
large-scale changes and is recommended to be administered in similar conditions (Bouckenooghe, et al., 
2009), the planned change project by Siza’s Service Organization is a critical single-case: a case where the 
theory has specified a clear set of circumstances within which its propositions are believed to be true (Yin, 
2014). 
Thus, the main question of this thesis is: ‘Which claims on readiness for change by Bouckenooghe, et al. (2009) 
can be retained in a critical single-case study from a multidimensional perspective?’. This main question 
includes three sub questions: 
1. Which OCQ claims on readiness for change are retained by the findings in this case study and which 
retained claim is the key claim? 
2. Is the retained key claim of the OCQ supported by a systems constellation in this case study? 
3. Is the retained key claim of the OCQ supported by a LIWC analysis in this case study? 
Regarding the first sub question, regression analyses have been applied on 87 completed OCQs, out of the 141 
disseminated ones to employees of Siza’s Service Organizations (response rate 62%). Display 1 presents the 
findings on eight investigated OCQ claims on readiness for change by Bouckenooghe, et al. (2009).  
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Display 1  Investigated eight OCQ claims on readiness for change by Bouckenooghe, et al. (2009)  
OCQ claims on readiness for change by Bouckenooghe, et al. (2009) Findings 
1. The scales effectively discriminate for job position  Retained 
2. Readiness for change is a multifaceted concept Retained 
3. Positive relationship between trust in leadership and cognitive readiness for change  Rejected 
4. Positive relationship between participatory management and emotional and 
intentional readiness for change  
Rejected 
5. Negative relationship between politicking and cognitive readiness for change  Rejected 
6. Positive relationship between involvement in the change process and emotional and 
intentional readiness for change  
Retained 
7. Positive relationship between ability of management to lead change and cognitive 
and emotional readiness for change  
Rejected 
8. Positive relationship between attitude of top management toward change and 
emotional and intentional readiness for change  
Rejected 
Three claims are retained in this critical single-case study: the scales effectively discriminate for job position, 
readiness for change is a multifaceted concept, and involvement in the change process relates positively to 
emotional and intentional readiness for change. Additionally, a relationship between involvement in the 
change process and cognitive readiness for change is disclosed. The other five investigated claims are rejected 
in this case study. Involvement in the change process is disclosed as the only independent variable positively 
effecting all three dependent readiness for change variables. Therefore, involvement in the change process  
turns out to be the key enabler of readiness for change in this case study. Thus, the retained claim on a positive 
relationship between involvement in the change process and readiness for change is the key claim explored 
further. 
Regarding the second sub question, a social network analysis has been performed on the video recordings of a 
systems constellation conducted by Siza’s Service Organization’s Human Resource manager, to explore the 
retained relationship between involvement in the change process and readiness for change. This analysis is 
based on three operational concepts related to structure (Şandru, 2010): degree of connection, centrality, and 
clusters. Degree of connection is the total number of stand-ins each stand-in is in contact with, operationalized 
by determining face-to-face contacts. Centrality is the closeness of a stand-in to the other stand-ins, 
operationalized as the smallest distance sum from each stand-in in the systems constellation to all other 
stand-ins. Clusters are part of a systems constellation having a high density, operationalized by cluster analysis 
on the relative distances between stand-ins. This analysis differentiates the findings regarding these three 
concepts between stand-in ‘employees ready for change (V)’ and stand-in ‘employees not ready for change 
(N)’. Display 2 illustrates the differences in three example photos. The first two photos illustrate the degrees of 
connection, the third photo illustrates the centrality and the clusters for stand-ins ‘V’ and ‘N’.  
Display 2 Stand-in ‘employees ready for change (V)’  and stand-in ‘employees not ready for change (N)’ in the systems constellation 
 
The degree of connection for stand-in ‘employees ready for change (V)’ does not significantly deviate from the 
group mean, whereas the degree of connection for stand-in ‘employees not ready for change (N)’ significantly 
deviates from the group mean in a negative way’. The findings also show that centrality for stand-in 
‘employees ready for change (V)’ does not significantly deviate from the group mean, whereas centrality for 
stand-in ‘employees not ready for change (N)’ significantly deviates from the group mean in a negative way. 
The clusters analysis shows that stand-in ‘employees ready for change (V)’ is part of a cluster with a high 
density, whereas stand-in ‘employees not ready for change (N)’ is part of a cluster with a low density.  
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Therefore, this social network analysis on degree of connection, centrality, and clusters points out that 
employees ready for change are more involved in the change process than employees not ready for change. 
Thus, the retained key claim of the OCQ is supported by a systems constellation in this case study.  
Regarding the third sub question, two LIWC analyses were conducted on the open answers on an added OCQ 
question, differentiated between ‘employees most ready for change’ and ‘employees least ready for change’. 
The first LIWC analysis demonstrates that ‘employees most ready for change’ use less negative emotion words 
and less negations than ‘employees least ready for change’. As Arntz, et al. (2012) argue that a decrease in the 
use of negative emotion words and negations during the change process discloses successful change, the OCQ 
findings on readiness for change for ‘employees most ready for change’ and ‘employees least ready for 
change’ are supported by this LIWC analysis. A second LIWC analysis demonstrates that ‘employees most 
ready for change’ use less 1
st
 person singular pronouns and employ more 1
st
 person plural pronouns than 
‘employees least ready for change. As North, et al. (2012) argue that a decrease of 1
st
 person singular pronouns 
and an increase of 1
st
 person plural pronouns during the change process discloses successful change, the OCQ 
findings on involvement in the change process for ‘employees most ready for change’ and ‘employees least 
ready for change’ are also supported by this second LIWC analysis. Thus, the retained key claim of the OCQ is 
also supported by the two LIWC analyses in this case study. 
To conclude, the claim by Bouckenooghe, et al. (2009) on the positive relationship between involvement in the 
change process and readiness for change, can be retained in a critical single-case study from a 
multidimensional perspective: a traditional quantitative OCQ replication and the non-traditional qualitative 
systems constellation and LIWC methodologies.  
Theoretically, the findings of this critical single-case study imply that involvement in the change process 
positively affects employees cognitive, emotional, and intentional readiness for change in change projects. 
The factor analyses and the different enablers of cognitive, emotional, and intentional readiness for change, 
support the claim that readiness for change should be considered a multifaceted rather than an unilateral 
concept, as considered in other key literature on readiness for change. However, the findings also show that 
the validity of most OCQ claims on readiness for change by Bouckenooghe, et al. (2009) is limited, as only 
three of the eight investigated OCQ claims are retained in this case study. The findings also provide new 
insights into non-traditional methodologies to measure readiness for change and involvement in the change 
process. Application of social network analysis concepts on systems constellations is not only innovative in 
readiness for change literature, but also in systems constellation literature. Furthermore, the LIWC analyses 
based on Arntz, et al. (2012) and North, et al. (2012) are innovative in the research area of readiness for 
change. The innovative value of these two non-traditional methodologies is that they check for the socially 
desirable behavior creating the bias issue of questionnaires.  
Practically, it is recommended for organizations planning change projects to monitor readiness for change 
from a multidimensional perspective. In addition to the OCQ, organizations preparing for planned change 
might consider to conduct systems constellations in an early stage to disclose the tacit knowledge of the 
supervisors of a change project on employees’ readiness for change. Furthermore, LIWC analyses might be 
applied on written texts of the employees involved to assess their readiness for change. Multidimensional 
assessment of readiness for change in organizations leads to multidimensional insights into the circumstances 
under which change occurs and the processes of how change is dealt with successfully. These insights can 
make a fundamental difference to the design of change and the likelihood of success. The multidimensional 
core insight obtained from this investigation is that involvement is the key to successful change.   
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PREFACE  
This Master thesis is my final assignment of the education Management at the Open University in the 
Netherlands, and exists of an independently conducted, scientifically justified research.
2
  
Studying ICM during an interim-assignment at Siza, made it possible to integrate research and practice. Siza is 
a large social health care organization in the Netherlands for disabled people. The major transition going on at 
Siza intended to develop employees to see their clients as their customers rather than as disabled people. This 
aroused daily questions about proper ways to manage change and implement this new vision. With self-
direction and responsibility as principle, Siza requires its employees to meet clients’ expectations, fitting 
within the social standards of inclusion of the disabled in contemporary society. A self-directed planned 
change that’s not without obligation can be considered a contradiction in terms, but I was intrigued by Siza’s 
philosophy. Applying the ICM-knowledge made me aware that success of this implementation might depend 
on the readiness for change among employees. This resulted in the subject focus for my Master thesis. 
The major Implementation and Change Management (ICM) teaches that models and techniques can only be 
applied successfully with a good understanding of both organizational and personal dynamics. The picture on 
the front page represents these both dynamics for me. It shows me an act of organizational change, only 
possible by the involvement of all individuals in the process. The direction of the whole is continuously being 
influenced by the perceptions and acts of individuals and their surroundings. I chose this specific picture of 
flock of starlings, as the similarity with the photo at the end stage of the systems constellation is remarkable 
to me. The stand-ins ‘employees not ready for change’ and their ‘recognition ritual’ stand out completely on 
the left side of the room, behind the large group of stand-ins on the right.  
 
My supervisor and examiner for this final assignment was selected by dice. Wim Jurg, always reminding me 
that 99% of a decision is made by tacit processes, advised me to write down the two names of my personal 
supervisor pre-selection on a dice and roll it. He stated that the outcome of this experiment did not really 
matter, but my feelings arising with the outcome did. Carrying out this advice, I ended up with the feeling I lost 
my supervisor through a silly experiment. This convinced me in the choice of Wim Jurg as supervisor, including 
his affinity with clearing tacit processes through systems constellations.  
I am grateful to John Olde Olthof and Karel Schwillens for their support and confidence, and the given 
opportunity to complete my Master thesis at Siza. I thank my special Master-mate Kars Schaap for debating 
with me about the interesting aspects of change management on our study-evenings. I also thank the other 
students from the study-group ‘Organizational Development from a Multidimensional Perspective’, who 
followed, criticized, and helped me to improve this thesis. And I am thankful to my reviewer, Monique Veld, 
who came up with several important improvements in the concept thesis. In the end, only one thing counts: 
the scientific quality. Last but definitely not least, I thank my family. Annelies, without your effort for keeping 
our family running and understanding for my frequent absence, I could never have finished this thesis. Anouk, 
Lianne, and Thijs, your dad is definitely going to spent more time with you now this thesis is finished. My 
involvement in family-life will increase from now on, I’m ready for change! 
Enjoy reading, 
Marinus van Petegem.  
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1. INTRODUCTION  
This thesis covers readiness for change. It employs a multidimensional perspective by employing a traditional 
quantitative method as well as two non-traditional qualitative methodologies. This introduction presents the 
thesis theme ‘Organizational Development from a Multidimensional Perspective’ (1.1), the research area (1.2), 
the thesis problem (1.3), the case description (1.4), and an overview of this thesis (1.5).   
1.1. THESIS THEME 
The Faculty of Management, Science & Technology of the Open University in the Netherlands offers students 
the opportunity to write their Master thesis within the theme ‘Organizational Development from a 
Multidimensional Perspective’ (OD-MP). The thesis theme OD-MP focuses on comparing the findings of 
traditional quantitative methodologies in organizational development to non-traditional qualitative 
methodologies, such as systems constellations and LIWC analyses. These two methodologies have offered 
new insights in earlier studies. Systems constellations are a way to make the hidden dynamics of a system 
visible (Herder-Wynne, 2013, p. 1) and deal with some disadvantages of self-reporting battery’s like self-report 
bias (Burton-Jones, 2009, p. 445). LIWC (Linguistic Inquiry and Word Count) is a computerized text analysis 
program that classifies texts in psychological categories on a word-by-word basis, in an objective and 
automated way (Zijlstra, et al., 2004). Word use has been shown to reflect various psychological processes and 
psychological change (Arntz, et al., 2012, p. 191). Their study demonstrates that psychological change 
processes in psychotherapy reflected in the evolution of word use. The inclusion of multiple research 
methodologies contributes to the validity of the findings (Bouckenooghe, 2010, p. 517). 
1.2. RESEARCH AREA 
This investigation is conducted within the research area ‘readiness for change’. This research area embraces a 
perspective that emphasizes the strengths rather than weaknesses of human functioning in organizational 
change projects (Bouckenooghe, 2008, p. 117). The research area is anchored within the Human Relations 
Movement. The Human Relations Movement, founded by Mayo in 1933 (Olson, et al., 2004, p. 23), refers to 
researchers of organizational development who assume that organizational effectiveness can be achieved by 
successfully managing the interpersonal relationships within organizations (Bouckenooghe, 2008, p. 212). The 
Human Relations Movement states that interpersonal interaction with peers and superiors is highly valued in 
times of change. The nature of such relationships is a salient feature in shaping people’s readiness for change 
(Bouckenooghe, et al., 2009, p. 561). According to the Human Relations Movement, organizational success 
can be enhanced by managing positive interpersonal relationships in organizations. Researchers in the area of 
readiness for change who support the Human Relations Movement, have found a strong consensus about the 
salient role of (a) the internal circumstances under which change occurs (climate of change), (b) the process of 
how change is dealt with (process of change), and (c) the level of employees’ cognitions, emotions, and 
intentions (readiness for change) in understanding the processes that lead to successful change 
implementation (Bouckenooghe, et al., 2009, p. 560). 
1.3. THESIS PROBLEM 
A thesis problem consists of an objective, a main question, and sub questions (Jurg, 2010, p. 7). Subsection 1.3.1 
presents the thesis objective. Subsection 1.3.2 presents the main question and the sub questions. 
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1.3.1. THESIS OBJECTIVE 
Most change initiatives in organizations can be characterized as planned change (Homan, 2005, p. 23). As 
planned change brings uncertainty to employees, a key issue for successful change is creating the right 
circumstances for these employees. Readiness for change is one of the most important factors involved in 
employees’ support for planned change (Holt, et al., 2007, p. 234), but despite the relevance of the right 
circumstances to create readiness for change, there are no generally accepted rigorous assessment 
instruments. 
Holt, et al. (2007, p. 234) reviewed 32 questionnaire-based instruments that measure readiness for change and 
concluded that there was considerable opportunity for improvement, because the available instruments lack 
evidence of validity and reliability. Based on this review, Holt et al. (2007, p. 253) developed the Readiness for 
Organizational Change Measure (ROCM) as a valid and reliable questionnaire to measure readiness for change.  
However, Bouckenooghe, et al. (2009, p. 560) state that the external validity of the ROCM is limited, as it is 
tested on a specific small sample of organizations. Furthermore, they raise concerns about the ROCM’s overall 
construct validity (Bouckenooghe, et al., 2009). To counteract these validity issues, Bouckenooghe (2008, p. 
305) developed the Organizational Change Questionnaire (OCQ), as a rigorous assessment of readiness for 
change is necessary to create successful change projects (Ten Have & Visser, 2004, p. 39). Bouckenooghe, et 
al. (2009, p. 595) discuss that the claims on readiness for change based on the OCQ should be explored in 
further studies, which has not been done yet. This investigation intends to contribute to this exploration.  
Bouckenooghe (2010, p. 517) also calls for more research in the research area of readiness for change that 
fosters a multisource data collection method to reduce the bias threat that is attributable to the measurement 
method rather than to the constructs the measures represent. Especially, questionnaires have to deal with this 
bias due to socially desirable behavior (Podsakoff, et al., 2003, p. 879). A second challenge is to overcome 
differences in assumptions of traditional quantitative methods as opposed to non-traditional qualitative 
methodologies (Bouckenooghe, 2010, pp. 521-522). A third challenge is triangulation of design.  
Therefore, the objective of this thesis is to explore the OCQ claims on readiness for change from a 
multidimensional perspective, by using traditional quantitative and non-traditional qualitative methodologies, 
and thus creating a triangulation of design. Questionnaires are a traditional quantitative method to study 
readiness for change (Bouckenooghe, 2008, p. 40). In addition, the findings of this traditional quantitative 
research method in organizational development are compared to two non-traditional qualitative 
methodologies based on the thesis theme OD-MP: systems constellations and LIWC analyses. Thus, 
Bouckenooghe’s call to overcome differences between quantitative and qualitative methodologies is in line 
with the OD-MP theme.  
In addition to this theoretical relevance, this investigation is also practical relevant for organizations preparing 
for planned change. First, the findings in this critical single-case study can reveal whether organizations 
preparing for planned change should involve employees in the change process and what the right 
circumstances are for successful change. Second, it can reveal whether organizations preparing for change can 
employ systems constellations in an early stage of change projects, to disclose employees’ readiness for 
change based on the tacit knowledge of the supervisors of a change project. Third, it can reveal whether a 
LIWC analysis might diagnose employees’ readiness for change. This can make a fundamental difference to 
the design of change and the likelihood of success (Balogun & Hope Hailey, 2008, p. 94). Finally, it might allow 
organizations planning change projects to measure readiness for change from a multidimensional perspective, 
which will lead to multidimensional insights to enhance the success of change projects.  
Thus, the objective for this thesis is to investigate which OCQ claims on readiness for change can be retained 
by conducting a multidimensional investigation.  
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1.3.2. THESIS QUESTIONS  
The main thesis question expresses the need for information to reach the objective of a thesis (Baarda & de 
Goede, 1994, p. 29). Sub questions need to be answered to be able to answer the main question (p. 28). The 
main question of this thesis consists of three sub questions.  
The main question of this thesis is: ‘Which claims on readiness for change by Bouckenooghe, et al. (2009) can 
be retained in a critical single-case study from a multidimensional perspective?’. This main question includes 
three sub questions:  
1. Which OCQ claims on readiness for change are retained by the findings in this case study and which 
retained claim is the key claim? 
2. Is the retained key claim of the OCQ supported by a systems constellation in this case study? 
3. Is the retained key claim of the OCQ supported by a LIWC analysis in this case study? 
1.4. CASE DESCRIPTION 
Siza is a large social healthcare organization in the Netherlands.
3
 Due to political, social, and economic 
developments, Siza is forced to execute a large scale change: a major reduction and restructuring strategy.
4
 In 
2013, Siza introduced a new service model for her staff department Service Organization. This new service 
model is being implemented per July 2014 and is assumed to tie in with the new direction in the primary 
process, where Siza becomes more client-focused. Customer satisfaction will be focus nr.1 in the future. By 
these changes, Siza’s Service Organization notes a fundamental change in need for support
4
: 
1. A greater need of transparency and accountability to internal and external stakeholders / customers 
2. A greater need for high-quality financial, real estate, human resource , and business administration 
advice, in addition to good registration  
3. A growing need for effective and efficient processes and systems, available for employees in the 
primarily process and higher demands for customer orientation and service. 
To be able to anticipate on this change in need for support, Siza’s Service Organization (SSO) planned the 
shutdown of the departments of Finance & Control, Human Resources, Real Estate, Information & 
Communication Technology, Communications, and Facility in July 2014. SSO planned to transform (in the 
meantime: has been transformed) these departments into clusters formed by competences that belong to 
customer intimacy (Policy & Advice), innovation (Projects) and operational excellence (Services & 
Administration). Main objective of the intended change is to accomplish that SSO adds higher value at lower 
costs. Policy notes
4
 describe cost savings of several millions euro and a 22% job reduction. The SSO Director is 
responsible for achieving the main objectives. The SSO Human Resource manager, reporting to the Director, 
is responsible for designing and guiding SSO’s change process. The change process is designed with a 
‘direction group’, a ‘sounding board group’, ‘project groups’, and ‘Large Group Interventions’ (called Service 
Organization Days). Large Group Interventions facilitate learning processes on organizational scale and belong 
to a group of planned-poly vocal approaches (Homan, 2005, p. 30).  A planned-poly vocal change strategy 
results in an unclear separation between design and implementation (p. 28).  
The single-case study is conducted between March and June 2014, and complies with circumstances of 
recently announced large-scale change and administering the instrument to measure readiness for change just 
before and during the implementation of planned change. As the OCQ is validated in profit and nonprofit 
organizations just before and during the implementation of large-scale changes and is recommended to be 
administered in similar conditions (Bouckenooghe, et al., 2009, p. 592), the planned change project by Siza’s 
Service Organization is a critical single-case: a case where the theory has specified a clear set of circumstances 
within which its claims are believed to be true (Yin, 2014, p. 51).  
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1.5. OVERVIEW  
Chapter 2 depicts the literature review in the research area of readiness for change, resulting in a conceptual, 
theoretical, methodological and integrative literature review. Chapter 3 presents the methodology of this 
thesis. The research strategy, case description, data collection, and data analysis for each research method are 
covered subsequently. Chapter 4 presents the findings of the OCQ , the systems constellation, and the LIWC 
analysis. Chapter 5 closes this thesis with an evaluation, including the conclusions, a discussion on their 
reliability, validity, and relevance, as well as the resulting theoretical and practical recommendations.   
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2. LITERATURE REVIEW  
This chapter presents the literature review within the research area of readiness for change. It is conducted 
with a rigorous review method based on Wolfswinkel, et al. (2011), that consists of four stages: the define 
stage, search stage, select stage, analyze stage, and present stage. This review method is also applied by e.g. 
Schaap (2014), Soer (2014), and Van den Hoeven (2014). The define stage, search stage, and select stage lead 
to selection of the key literature on instruments that measure readiness for change and its enablers. A full 
description of these stages is presented in Appendix A2, along with the underlying methodological steps of 
the analyze and present stage. This chapter is limited to the analyze stage and present stage.  
The analyze stage and present stage consist of a conceptual review, a theoretical review, a methodological 
review, and a integrative review, based on Ghauri & Grønhaug (2005, p. 52). The conceptual review discloses 
the key concepts of readiness for change in the key literature, to reveal the similarity of the concepts 
employed by Bouckenooghe, et al. (2009) with the key literature. Furthermore, it compares the 
conceptualizations of these key concepts to reveal the similarity of the conceptualizations employed by 
Bouckenooghe, et al. (2009, p. 595) with the key literature. The theoretical review  includes the similarities and 
differences between the conceptual models in the key literature to compare the contexts of similar claims. The 
methodological review deals with the methodologies employed in the key literature to reveal if these claims are 
based on similar methodologies. Finally, the integrative review compares the OCQ claims on readiness for 
change to the key literature. The aim of this rigorous review is to disclose whether the key literature supports 
the OCQ claims on readiness for change by Bouckenooghe, et al. (2009, p. 595). Claims are similar if they are 
based on the same concepts, conceptualizations, and contexts; they are stronger if they are grounded in 
different methodologies.  
This chapter presents the key literature (2.1), the conceptual review (2.2), the theoretical review (2.3), the 
methodological review (2.4), the integrative review (2.5), and an overview (2.6).  
2.1. KEY LITERATURE  
The define, search, and select stages disclose fourteen publications on instruments that measure readiness for 
change and its enablers at an individual level. Display 3 presents the authors and years of publication of the 
fourteen publications in column 1 and column 2. Column 3 shows the identified instruments for measurement 
of readiness for change. Column 4 shows the sources of the instruments employed.  
Display 3 Instruments for measuring readiness for change 
Authors Years Instruments Sources of instruments 
Melsert 
 
2012 OCQ/composed  Bouckenooghe, Devos, & Van den Broeck, 2009 
Bouckenooghe, 2008; Venkatesh, et.al., 2003. 
Van Vegchel 2012 Euwema, et al. Euwema, et al., 2007 
Choi & Ruona 2011 ROCM Holt, Armenakis, Field & Harris, 2007 
Gort 2011 DINAMO Metselaar, 1997 
Kruse  2011 DINAMO Metselaar, 1997 
Sharafkhani 2011 DINAMO Metselaar, 1997 
Van der Horst 2011 DINAMO Metselaar, 1997 
Holt, et al. 2010 ROCM
5
 Holt, Armenakis, Field & Harris, 2007 
Verhage 2010 OCQ/composed  Schütten, 2009; Hartkamp, 2007; Stuart, 2005; Bechan, 2009 
Cinite, et al. 2009 PORC
6
 Armenakis, Harris & Mossholder, 1993 
De Leeuw  2009 DINAMO
7
 Metselaar, 1997  
Neves 2009 Composed  Herscovitch & Meyer, 2002 
Vermeulen 2009 DDQ
8
 Bijl & Van den Boogaart, 1992 
Bouckenooghe 2008 OCQ
9
 Holt, Armenakis, Field & Harris, 2007. 
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Display 3 presents nine different instruments that measure readiness for change. The DINAMO
7
 (Metselaar, 
1997), OCQ
9
 (Bouckenooghe, 2008; Bouckenooghe, et al., 2009), and ROCM
5
 (Holt, et al., 2007) are most 
frequently used (5, 3, and 2 times, respectively). Display 4 presents the key literature employed in this review.  
Display 4 Key literature 
Years Authors Titles Journals Impact 
factors 
Forward 
citations 
Backward 
citations 
2009 Bouckenooghe, 
Devos, & Van den 
Broeck 
Organizational Change 
Questionnaire-Climate of 
Change, Processes, and 
Readiness: Development of a 
New Instrument 
The Journal of 
Psychology: 
Interdisciplinary and 
Applied 
0.963 64 54 
2007 Holt, Armenakis, 
Field, & Harris 
Readiness for Organizational 
Change: The Systematic 
Development of a Scale 
Journal of Applied 
Behavioral Science 
1.088 273 40 
1997 Metselaar Assessing the willingness to 
change: Construction and 
validation of the DINAMO 
- - 60 144. 
2.2. CONCEPTUAL REVIEW 
This section compares the conceptualizations of readiness for change (2.2.1) and those of the key concepts 
employed in the three questionnaires: the OCQ (2.2.2), ROCM (2.2.3), and DINAMO (2.2.4), subsequently. This 
section is closed with an overall comparison of the conceptualizations of the key concepts (2.2.5).  
2.2.1. READINESS FOR CHANGE CONCEPTUALIZATIONS 
A literature review is concept-centric, as concepts determine the organizing framework of a review (Webster & 
Watson, 2002, p. 16). The conceptual literature review is substantiated in Appendix A2, section A2.4.1. The 
conceptualizations are presented in Display 5. 
Display 5 Conceptualizations of readiness for change 
Authors (years) Conceptualizations Intention Process Individual level 
Bouckenooghe, et al.  
(2009) 
Readiness for change is a multifaceted concept that 
comprises an emotional, cognitive and intentional 
dimension of change 
x   
Holt, et al. (2007) Readiness for change is a comprehensive attitude 
that is influenced simultaneously by the content, the 
process, the context, and the individuals involved 
 x x 
Metselaar (1997) Willingness to change is a positive behavioral 
intention towards the implementation of 
modifications in an organization's structure, or work 
and administrative processes, resulting in efforts 
from the organization member's side to support or 
enhance the change process.  
x x x 
Display 5 shows that Bouckenooghe and Metselaar think of ‘intention’ as a key concept in the 
conceptualization of readiness for change. Bouckenooghe does not refer to the key concepts ‘process’ and 
‘individual level’ as Metselaar and Holt, et al. do. Bouckenooghe is the only author that conceptualizes 
readiness for change as a multifaceted concept, comprised of an emotional, cognitive, and intentional 
dimension. These different conceptualizations of readiness for change are remarkable, as all three constructed 
questionnaires and theories are based on Lewin’s theory that during an individual’s progression through 
change, the three stages of unfreezing, moving, and refreezing are experienced (Bouckenooghe, 2008, p. 271; 
Holt, et al., 2007, p. 232; Metselaar, 1997, p. 9).  
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All three questionnaires are also based on the model for creating readiness and readiness as a precursor of 
adoption behavior by Armenakis, Harris, and Mossholder (Bouckenooghe, et al., 2009, p.564; Metselaar, 1997, 
p. 23; Holt, et al., 2007, p.233). The OCQ and the DINAMO are also anchored in the theory of planned behavior 
(Ajzen, 1991). Where the OCQ uses Ajzen’s theory to distinguish the multifaceted dependent concept into 
cognitive, emotional, and intentional readiness for change, the DINAMO uses this theory to distinguish the 
independent concepts ‘attitude’, ‘subjective norm’, and ‘perceived behavior control’. 
2.2.2. OCQ CONCEPTS AND CONCEPTUALIZATIONS 
Bouckenooghe (2008) developed the OCQ to measure three dimensions: climate of change, process of 
change, and readiness for change. Display 6 presents the conceptualizations of these three dimensions.  
Display 6 OCQ dimensions and conceptualizations (Bouckenooghe, 2008) 
Dimensions Conceptualizations 
Process of change A set of crucial predictors of people’s attitudes toward change that entail how change is dealt 
with, how change is implemented, that are linked to a specific change project (p. 363) 
Climate of change The interpretation of the general context and the specific process characteristics that 
accompany change (p. 357) 
Readiness for change A reflection of organizational members’ beliefs, attitudes, and intentions regarding the extent to 
which changes are needed and the organization’s capacity to successfully make those changes 
(p. 364) 
The dimensions of the OCQ exist of three concepts within in the dimension process of change, five concepts 
within the dimension climate of change, and three concepts within the dimension readiness for change. 
Display 7 presents the OCQ concepts and their conceptualizations. 
Display 7 Concepts and conceptualizations OCQ (Bouckenooghe, 2008; Bouckenooghe, et al., 2009) 
 Concepts Definitions 
P
ro
ce
ss
 o
f 
ch
a
n
g
e
 Involvement in the change 
process 
A change specific process characteristic of change climate that describes 
the extent to which staff members are consulted, involved and informed 
about change related decisions that directly concern them (2008, p. 360) 
Ability of management to lead 
change 
A change specific process characteristic of change climate, which is the 
openness of management to reactions of employees and their ability to 
lead them through the change process (2008, p. 357) 
Attitude of top management 
toward change 
A change specific process characteristic of change climate involving the 
perception of employees about the stance top management is taking with 
regard to change (2009, p. 599). 
C
li
m
a
te
 o
f 
ch
a
n
g
e
 
General support by supervisors A general context characteristic of change climate that describes the 
extent to which employees experience support and understanding from 
their immediate supervisor (2008, p. 360) 
Trust in leadership A general context characteristic of change climate that refers to the extent 
to which staff members perceive their supervisors and top management as 
trustworthy (2008, p. 365) 
Cohesion A general context characteristic of change climate that refers to the extent 
of cooperation and trust in the competence of team members (2008, p. 
358) 
Participatory management A generic context characteristic of change climate, which is the extent to 
which front line staff are involved in and informed of important decisions 
(2008, p. 362) 
Politicking A general context characteristic of change climate that reflects the 
perceived level of political games within the organization (2008, p. 360). 
R
e
a
d
in
e
ss
 
fo
r 
ch
a
n
g
e
 Cognitive readiness for change The beliefs and thoughts people hold about the change (2009, p. 599) 
Emotional readiness for change The affective reactions toward change (2009, p. 599) 
Intentional readiness for change The extent to which employees are prepared to put their energy into the 
change process (2009, p. 599). 
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Display 7 shows that the conceptualizations of the three concepts within the dimension process of change 
refer to change specific process characteristics, as all conceptualizations begin with “a change specific process 
characteristic”. The five conceptualizations within the dimension climate of change refer to general context 
characteristics, as all conceptualizations begin with “a generic context characteristic”. The dimension 
‘readiness for change’ is divided in three concepts, conceptualized as beliefs and thoughts, affective reactions 
and intentions to put energy in the change process.  
2.2.3. ROCM CONCEPTS AND CONCEPTUALIZATIONS 
Display 8 presents the ROCM concepts and their conceptualizations.  
Display 8 Concepts and conceptualizations ROCM  (Holt, et al., 2007) 
Concepts Conceptualizations  
Appropriateness Not defined 
Management support The extent to which one feels that the organization’s leadership and 
management are or are not committed to and support or do not support 
implementation of the prospective change (p. 238) 
Change efficacy The extent to which one feels that he or she has or does not have the skills 
and is or is not able to execute the tasks and activities that are associated 
with the implementation of the prospective change (p. 238) 
Personally beneficial The extent to which one feels that he or she will or will not benefit from the 
implementation of the prospective change (p. 238) 
Communications climate Not defined 
Perceived management ability Not defined 
Locus of control Not defined 
General attitude toward change Not defined 
Readiness for change A comprehensive attitude that is influenced simultaneously by the content, 
the process, the context, and the individuals involved (2007, p. 235). 
Display 8 shows that only four out of the eight ROCM concepts are conceptualized. The conceptualizations of 
these four concepts are compared with the conceptualizations of the OCQ concepts. An overview of 
compared concepts is presented in Display 9.    
Display 9 OCQ concepts compared with ROCM concepts conceptualized 
Concepts  OCQ / ROCM Management 
support 
Change 
efficacy 
Personally 
beneficial 
Readiness 
for change 
Involvement in the change process - - - - 
Ability of management to lead change - - - - 
Attitude of top management toward change ? - - - 
General support by supervisors - - - - 
Trust in leadership - - - - 
Cohesion - - - - 
Participatory management - - - - 
Politicking - - - - 
Cognitive readiness for change - - - - 
Emotional readiness for change - - - - 
Intentional readiness for change - - - -. 
Display 9 shows that no concepts between the OCQ and the ROCM can be compared directly. One concept 
between the OCQ and the ROCM might be compared indirectly, as the ROCM concept ‘management support’ 
might be considered similar to the OCQ concept ‘attitude of top management toward change’. ‘Management 
support’ is also about the commitment and the stance of the organization’s leadership and management. At 
first sight, ‘management support’ also seems similar to ‘general support by supervisor’, as the support of 
management is also the subject. However, the concept in the OCQ focuses on support in general and not on 
support in the specific change process, as is done in the ROCM.  
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‘Change efficacy’ is not comparable to any OCQ concept, as no OCQ concept is about the change ability of the 
change recipients. ‘Personally beneficial’ also is not similar to any OCQ concept, as personal benefit is no 
subject in the OCQ. The concept ‘readiness for change’ is not similar to a OCQ concept, as shown in Display 5. 
‘Perceived management ability’ might be equivalent to the OCQ concept ‘ability of management to lead 
change’, but this cannot be determined by absence of a conceptualization by Holt, et al. ’General attitude 
toward change’ might be a combination of cognitive, emotional and intention readiness for change, but this 
also cannot be determined due to the absence of a conceptualization by Holt, et al. 
2.2.4. DINAMO CONCEPTS AND CONCEPTUALIZATIONS 
Display 10 presents the DINAMO concepts and their conceptualizations.  
Display 10 Concepts and conceptualizations DINAMO (Metselaar, 1997) 
Concepts Conceptualizations 
Work-related outcomes The degree to which middle managers expect positive outcomes for their work (p. 50) 
Outcomes for the 
organization 
The degree to which middle managers expect positive outcomes for their 
organization as a result of an organizational change (p. 45) 
Affective response Feelings towards the attitude object, including for instance, expressions of admiration, 
disgust, or disdain (p. 45) 
Co-workers attitudes The perceived social pressure to perform or not to perform the behavior (p. 32) 
Self-control factors People's beliefs in their ability to execute the courses of action required to attain 
certain levels of performance (p. 47) 
External control factors Terms of resources (e.g., financial or human resources, time, information) that enable 
the manager to successfully implement the change (p. 47) 
Contentment with the 
process rate 
Contentment with, and control over the rate at which the change process develops (p. 
48) 
Complexity of the change The perceived complexity of the change (p. 48) 
Willingness to change A positive behavioral intention towards the implementation of modifications in an 
organization's structure, or work and administrative processes, resulting in efforts from 
the organization member's side to support or enhance the change process (1997, p. 34). 
The conceptualizations of these DINAMO concepts are compared with the conceptualizations of the OCQ 
concepts. An overview of the concepts compared is presented in Display 11. 
Display 11 OCQ concepts compared with DINAMO concepts  
Concepts OCQ / DINAMO W
o
rk
-re
la
te
d
 
o
u
tco
m
e
s 
O
u
tco
m
e
s 
fo
r th
e
 
o
rg
a
n
iza
tio
n
 
A
ffe
ctive
 
re
sp
o
n
se
 
C
o
-w
o
rk
e
rs 
a
ttitu
d
e
s 
S
e
lf-co
n
tro
l 
fa
cto
rs 
E
x
te
rn
a
l 
co
n
tro
l 
fa
cto
rs 
C
o
n
te
n
tm
e
n
t 
w
ith
 th
e
 
p
ro
ce
ss ra
te
 
C
o
m
p
le
x
ity
 
o
f th
e
 
ch
a
n
g
e
 
W
illin
g
n
e
ss 
to
 ch
a
n
g
e
 
Involvement in the change process - - - - - - ? - - 
Ability of management to lead change - - - - - - - - - 
Attitude of top management toward 
change 
- - - - - - - - - 
General support by supervisors - - - - - - - - - 
Trust in leadership - - - - - - - - - 
Cohesion - - - - - - - - - 
Participatory management - - - - - - - - - 
Politicking - - - - - - - - - 
Cognitive readiness for change - - - - - - - - - 
Emotional readiness for change - - ? - - - - - - 
Intentional readiness for change - - - - - - - - -. 
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Display 11 shows that no concepts between the DINAMO and the OCQ can be compared directly. Two 
concepts between the DINAMO and the OCQ might be compared indirectly. The DINAMO concept ‘affective 
response’ is about feelings towards the change, where the OCQ concept ‘emotional readiness for change’ is 
the affective reactions toward change. These concepts might be considered similar as Bouckenooghe states 
that the OCQ concept ‘readiness for change’ is measured by scales adapted from Metselaar, 1997 
(Bouckenooghe, 2008, p. 99). The DINAMO concept ‘contentment with the process rate’ might be considered 
similar to the OCQ concept ‘involvement in the change process’, as they both focus on the influence perceived 
in the change process and both underlying items focus on this influence and on the quality of received 
information (Metselaar, 1997, p.62; Bouckenooghe, et al., 2009, p. 574).  
The conceptualizations of these DINAMO concepts are also compared with the conceptualizations of the four 
conceptualized ROCM concepts. An overview of the concepts compared is presented in Display 12.  
Display 12 DINAMO concepts compared with ROCM concepts  
Concepts DINAMO / ROCM Management 
support 
Change 
efficacy 
Personally 
beneficial 
Readiness for 
change 
Work-related outcomes - - - - 
Outcomes for the organization - - - - 
Affective response - - - - 
Co-workers attitudes - - - - 
Self-control factors - ? - - 
External control factors - - - - 
Contentment with the process rate - - - - 
Complexity of the change - - - - 
Willingness to change - - - -. 
Display 12 shows that no concepts between the DINAMO and the ROCM can be compared directly. One 
concept between the DINAMO and the ROCM might be compared indirectly. The DINAMO items for ‘self-
control factors’ are based on scales for self-efficacy (Metselaar, 1997, p. 47). This concept seems therefore to 
be similar to the concept of ‘change efficacy’ by Holt, et al. The DINAMO concept focuses on people’s beliefs 
in their ability to execute the courses of action required to attain certain levels of performance, whereas the 
ROCM concept focuses on the extent to which one feels that he or she has or does not have the skills and is or 
is not able to execute the tasks and activities that are associated with the implementation of the prospective 
change. Metselaar (1997, p. 47) refers to self-control factors being operationalized in terms of the knowledge, 
experience and skills, while Holt, et al. (2007, p. 238) question experiences and skills. However, the exact 
formulation of the underlying items is different for the DINAMO (Metselaar, 1997, p. 60) and the ROCM (Holt, 
et al., 2007, p. 238). 
2.2.5. COMPARISON OF CONCEPTS AND CONCEPTUALIZATIONS 
The conceptual reviews in the previous sections show more differences than similarities in concepts and 
conceptualizations between the OCQ, the ROCM, and the DINAMO. Even though all three constructed 
questionnaires and theories are based on Lewin’s theory of unfreezing, moving, and refreezing and the same 
model for creating readiness and readiness as a precursor of adoption behavior. The OCQ and DINAMO are 
both anchored in the theory of planned behavior by Ajzen. Despite of these shared underlying theories and 
frameworks, different questionnaires have been developed to measure readiness for change. The similarities 
are summarized in Display 13.   
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Display 13 Similarities between OCQ, DINAMO, and ROCM concepts and conceptualizations 
OCQ DINAMO ROCM 
 Affective 
response 
Contentment with 
the process rate 
Management 
support 
Involvement in the change process - ?  
Attitude of top management toward change - - ? 
Emotional readiness for change ? - -. 
Display 13 shows indirect similarities disclosed between the OCQ concept ‘involvement in the change process’ 
and the DINAMO concept ‘contentment with the process rate’, the OCQ concept ‘attitude of top management 
toward change’ and the ROCM concept ‘management support’, and the OCQ concept ‘emotional readiness for 
change’ and the DINAMO concept ‘affective response’. However, no direct comparison of conceptualizations 
is possible as the OCQ, the ROCM, and the DINAMO share no concepts. 
2.3. THEORETICAL REVIEW 
A theoretical review analyzes the theories that account for the existence of the phenomenon (Ghauri & 
Grønhaug, 2005, p. 52). While section 2.2 deals with the key concepts, this section focuses on the relationships 
between the key concepts: the conceptual models (Miles, et al., 2014, p. 20). This section compares the 
conceptual models and their explanatory power of the OCQ (2.3.1) and the DINAMO (2.3.2). The ROCM is not 
taken into account, as no conceptual model with explanatory power is presented by Holt, et al. (2007). 
Appendix A2, section A2.4.4 describes the full theoretical review of the OCQ, ROCM, and DINAMO.  
2.3.1. OCQ CONCEPTUAL MODEL  
The eight independent process and climate variables of change of the OCQ explain 44% of the variance in 
‘cognitive readiness for change’, 34% of the variance in ‘emotional readiness for change’, and 18% of the 
variance in ‘intentional readiness for change’ (Bouckenooghe, et al., 2009, p. 588). The significant relationships 
between the process and climate variables of change and the readiness for change variables are presented by 
Bouckenooghe in table form. To create a clear view on the significant relationships, the significant 
relationships are converted with their explanatory power to a figure, presented in Figure 2.  
 
Figure 2 Significant relationships OCQ (based on Bouckenooghe, et al., 2009, p. 588) 
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Figure 2 shows the significant effects of the independent process and climate variables on the three 
dependent variables of readiness for change. All variables show positive effects on one or two variables of 
readiness for change, except for ‘politicking’. ‘General support by supervisors’ and ‘cohesion’ have no 
significant effects on one of the three variables of readiness for change. Furthermore, Bouckenooghe, et al. 
(2009, p. 585) have shown that respondents with a managerial job position report higher scores on all 
variables, except for ‘politicking’.  
2.3.2. DINAMO CONCEPTUAL MODEL 
The seven independent variables of the DINAMO account for 60% of the variance in willingness to change and 
for 30%  of the variance in change related behavior (Metselaar, 1997, p. 105).The significant relationships 
between each independent variable of the DINAMO and the dependent variable willingness to change and 
directly to the outcomes of willingness to change: change related behavior, is presented in a figure by 
Metselaar (p. 106), with the explanatory power for each variable. This is presented in Figure 3.  
 
Figure 3 Significant relationships DINAMO  (Metselaar, 1997, p. 106) 
Figure 3 presents positive relationships between the independent variables ‘work related outcomes’, ‘affective 
response’, ‘self-control’, and ‘complexity of the change’ and the dependent variable ‘willingness to change’. It 
also presents a negative relationship between ‘distal subjective norm’ and ‘willingness to change’. Metselaar 
also presents the direct relationship with the outcome of willingness to change: ‘change related behavior’. The 
independent variables ‘outcomes for the organization’, ‘proximal subjective norm’, and ‘self-control’, present a 
positive relationship with ‘change related behavior’. ‘Complexity of the change’ presents a negative 
relationship with ‘change related behavior’. The concept ‘contentment with the process rate’ shows no 
significant relationship with ‘willingness to change’ (Metselaar, 1997, p. 101). 
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2.3.3. THEORETICAL COMPARISON OCQ AND DINAMO 
The conceptual review in section 2.2 reveals possible similar conceptualizations for the OCQ concept 
‘emotional readiness for change’ and the DINAMO concept ‘affective response’. However, the OCQ presents 
‘emotional readiness for change’ as a dependent variable, while the DINAMO presents ‘affective response’ as 
an independent variable. Therefore, comparing the explanatory power of the OCQ concept ‘emotional 
readiness for change’ with the DINAMO concept ‘affective response’ is not possible. 
The conceptual review also reveals possible similar conceptualizations for the OCQ concept ‘involvement in 
the change process’ and the DINAMO concept ‘contentment with the process rate’. However, the DINAMO 
concept did not disclose a significant relationship, while the OCQ concept ‘involvement in the change process’ 
discloses significant relationships with emotional readiness for change and with intentional readiness for 
change.  
Due to the incomparable relationships between the concepts of the OCQ and the DINAMO, claims on 
readiness for change of both models cannot be compared with each other.  
2.4. METHODOLOGICAL REVIEW 
The methodological literature review concentrates on the research methods that are employed (Randolph, 
2009, p. 2). Display 14 covers the methodological literature review on the key literature of readiness for 
change. The columns contain, consecutively: authors and years of publication, types of study, data collection 
methods, data analysis methods, respondents, and contexts. Appendix A2, section 2.4.2 substantiates this 
methodological review. 
Display 14 Methodological review 
Authors & years Types of 
study 
Data 
collection  
Data 
analysis  
Respondents Contexts 
Bouckenooghe, et al.  
2009 
Explorative Questionnaire Linear 
regression 
analysis 
>3000 
(Managerial and 
non-managerial) 
>85 Belgian organizations, 
profit and non-profit, that 
announced large scale change 
Holt, et al. 
2007 
Explorative Questionnaire Linear 
regression 
analysis 
492 
(Managerial and 
non-managerial) 
2 American organizations, 
profit and non-profit, 
implementing a new structure 
Metselaar 
1997 
Explorative Questionnaire Linear 
regression 
analysis 
380  
(Managerial)  
11 Dutch organizations 
involved in major change 
processes. 
Display 14 shows that Bouckenooghe, et al., Holt, et al., and Metselaar all conduct an explorative study, 
employ questionnaires, and employ a linear regression analysis. Bouckenooghe relies on a much higher 
sample size than Holt, et al. and Metselaar (>3000 versus 492 and 380, respectively). Whereas Bouckenooghe, 
et al. and Holt, et al. selected non-managerial respondents, Metselaar focuses on managerial respondents.  
This methodological review reveals corresponding methodologies. The study by Bouckenooghe, et al. (2009) 
distinguishes by its large sample size and context.  
2.5. INTEGRATIVE REVIEW 
An integrative review is a specific review method that summarizes literature to provide a more comprehensive 
understanding of a particular phenomenon (Whittemore & Knafl, 2005, p. 546). Structuring requires the 
author to adopt a guiding theory, a set of competing models, or a point of view about the topic (Torraco, 2005, 
p. 356).   
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This integrative review adopts the theory of Bouckenooghe, et al. as a guiding theory, as the conceptual 
review disclosed conceptualizations of all concepts, the theoretical review disclosed significant relationships 
between independent enabling variables and dependent readiness for change variables, and the 
methodological review revealed it as the latest theory with the largest sample size of managerial and non-
managerial respondents. As Bunton (2005, p. 207) suggests that an author’s claims are considered to be 
written in the evaluation of results, a systematic deduction of this paragraph (Bouckenooghe, et al., 2009, pp. 
582-589) is conducted to disclose the claims on readiness for change by Bouckenooghe, et al. This systematic 
deduction is presented in Appendix A2, section 2.4.3.   
Display 15 presents the ten OCQ claims by Bouckenooghe, et al. (2009), compared with the key literature.  
Display 15 Integrative review 
OCQ claims by Bouckenooghe, et al. (2009) Holt, et al. Metselaar 
1. The scales effectively discriminate for job position  Not comparable Not comparable 
2. The scales effectively discriminate for sector  Not comparable Not comparable 
3. Readiness for change is a multifaceted concept Not comparable Not comparable 
4. Positive relationship between ‘trust in leadership’ and ‘cognitive readiness 
for change’  
Not comparable Not comparable 
5. Positive relationship between ‘participatory management’ and ‘emotional 
readiness for change’ and ‘intentional readiness for change’  
Not comparable Not comparable 
6. Negative relationship between ‘politicking’ and ‘cognitive readiness for 
change’  
Not comparable Not comparable 
7. Positive relationship between ‘involvement in the change process’ and 
‘emotional readiness for change’ and ‘intentional readiness for change’  
Supported 
(p. 251) 
Contradicted  
(p.101) 
8. Positive relationship between ‘ability of management to lead change’ and 
‘cognitive readiness for change’ and ‘emotional readiness for change’  
Not comparable Not comparable 
9. Positive relationship between ‘attitude of top management toward change’ 
and ‘emotional readiness for change’ and ‘intentional readiness for change’  
Supported 
(p. 251) 
Not comparable 
10. Individual outcomes can be aggregated to organizational/work-unit level  Not comparable Not comparable. 
Eight OCQ claims by Bouckenooghe, et al. are not comparable with the claims made by Holt, et al. and 
Metselaar. Two OCQ claims are supported by Holt, et al.: a positive relationships between ‘involvement in the 
change process’ and ‘readiness for change’, and a positive relationship between ‘attitude of top management 
toward change’ and ‘readiness for change’. The first claim is, however, contradicted by Metselaar. Display 15 
shows that only two of ten OCQ claims on ‘readiness for change’ by Bouckenooghe, et al. (2009), can be 
supported by other key literature on ‘readiness for change’.  
2.6. OVERVIEW  
Display 16 presents the supported and/or contradicted OCQ claims, as disclosed in the integrative review. 
Display 16 OCQ claims supported or contradicted in the key literature 
OCQ claims supported or contradicted in the key literature Holt, et al. Metselaar 
1. Positive relationship between ‘involvement in the change process’ and 
‘emotional readiness for change’ and ‘intentional readiness for change’  
Supported 
(p. 251) 
Contradicted 
(p.101) 
2. Positive relationship between ‘attitude of top management toward change’ 
and ‘emotional readiness for change’ and ‘intentional readiness for change’  
Supported 
(p. 251) 
- 
Display 16 shows that the OCQ claim of a positive relationship between ‘involvement in the change process’ 
and emotional and intentional readiness for change is supported by Holt, et al. and contradicted by Metselaar. 
However, Holt, et al. do not share any key concept of their conceptualizations of ‘readiness for change’ with 
Bouckenooghe, et al., making this claim comparison invalid. Metselaar only shares ‘intention’ as key concept 
with Bouckenooghe, et al.   
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Furthermore, the OCQ claim of a positive relationship between ‘attitude of top management toward change’ 
and emotional and intentional readiness for change is supported by Holt, et al., as similarities are disclosed 
between the OCQ concept ‘attitude of top management toward change’ and the ROCM concept 
‘management support’. Even though the ROCM doesn’t present a conceptual model, Holt, et al. (2007, p. 251) 
conclude that management support is an influential readiness for change factor. However, Holt, et al. do not 
share any concept of ‘readiness for change’ with Bouckenooghe, et al., making this claim comparison also 
invalid. Claim comparison based on similarities between the DINAMO concept ‘affective response’ and the 
OCQ concept ‘emotional readiness for change’ is invalid, as the DINAMO presents it as an independent 
variable while the OCQ refers to it as a dependent variable.  
To conclude this chapter, the OCQ claims are neither supported nor contradicted by the key literature. Thus, 
only the theory of Bouckenooghe, et al. is adopted as a guiding theory, only allowing expectations of the 
findings of this investigation based on their OCQ claims.   
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3. METHODOLOGY 
This chapter describes the research strategy (3.1), methodology of the Organizational Change Questionnaire 
(3.2), methodology of the systems constellations (3.3), and methodology of the LIWC analysis (3.4).   
3.1. RESEARCH STRATEGY 
A single-case study is an appropriate design under the circumstances of having a critical case (Yin, 2014, p. 51). 
A case is critical if the theory has specified a clear set of circumstances within which its propositions are 
believed to be true. Instruments that measure readiness for change are designed and tested in organizations 
just before and during the implementation of large-scale change (Bouckenooghe, et al., 2009, p. 569; Holt, et 
al., 2007, p.240;  Metselaar, 1997, p.55), and are recommended to be administered under similar conditions of 
planned organizational change: stages before and during implementation (Bouckenooghe, et al., 2009, p. 
592).Thus, a case study under similar conditions of planned organizational change is an appropriate research 
strategy. The OCQ will be administered in a single-case study, in the stages before and during implementation 
of large-scale change.  
The OCQ claims on readiness for change are investigated by replicating the OCQ. The claim that the scales 
effectively discriminate for sector cannot be investigated in this single-case study, as it is limited to one sector. 
The claim that individual outcomes can be aggregated to organizational/work-unit level is also not 
investigated, as this case study focusses on readiness for change at an individual level. Display 17 presents the 
eight OCQ claims that are investigated in this case study.  
Display 17 Investigated OCQ claims by Bouckenooghe, et al. (2009) 
Investigated OCQ claims 
1. The scales effectively discriminate for job position  
2. Readiness for change is a multifaceted concept 
3. Positive relationship between trust in leadership and cognitive readiness for change  
4. Positive relationship between participatory management and emotional and intentional readiness for change  
5. Negative relationship between politicking and cognitive readiness for change  
6. Positive relationship between involvement in the change process and emotional and intentional readiness for change  
7. Positive relationship between ability of management to lead change and cognitive and emotional readiness for change  
8. Positive relationship between attitude of top management toward change and emotional and intentional readiness for 
change  
Furthermore, the key claim disclosed by the findings of the OCQ, is investigated from a multidimensional 
perspective by comparing the retained OCQ claims to the findings of two non-traditional qualitative 
methodologies in this case study, based on the thesis theme OD-MP: systems constellations and LIWC 
analysis. This research strategy participates in meeting Bouckenooghe’s calls for triangulation of design and to 
overcome differences in assumptions of traditional quantitative methods as opposed to non-traditional 
qualitative methodologies (Bouckenooghe, 2010, pp. 521-522).  
3.2. ORGANIZATIONAL CHANGE QUESTIONNAIRE 
This chapter describes the methodology for the Organizational Change Questionnaire (OCQ) and covers the 
subsections data collection (3.2.1) and data analysis (3.2.2). The OCQ has been employed to answer the first 
sub question: ‘Which OCQ claims on readiness for change are retained by the findings in this case study and 
which retained claim is the key claim?’.  
 
 
17 
 
3.2.1. DATA COLLECTION 
The OCQ data were collected by disseminating the original Dutch version of the OCQ (Bouckenooghe, et al., 
2009, p. 563) to all 141 employees of Siza’s Service Organization on March 10, 2014.The original OCQ exists of 
42 items that have to be answered on a 5-point Likert scale. Because the Dutch version of the OCQ is 
developed in Belgium, some Flemish words are considered unusual in the Dutch employed at SSO in the 
Netherlands. Therefore, these words are translated to Dutch, to make sure the questions are unambiguous to 
the Dutch. An overview of translated words is presented in Appendix A4, Display A83. In accordance with the 
OCQ, general questions for gender, age, and job position are included in the questionnaire. Additional to the 
original OCQ, eight questions are added:  
(1) On which department do you work? 
(2) How many years do you work for Siza? 
(3) Did you attend the first ‘Service Organization Day’ on June 19, 2012, at ‘Villa Veertien in Dieren’? 
(4) Did you attend the second ‘Service Organization Day’ on September 24, 2013, at ‘De Westerbouwing in 
Oosterbeek’? 
(5) Did you attend the ‘direction group’, ‘sounding board group’ or ‘project group’, in preparation on the 
changes in Siza’s Service Organization? 
(6) Most of the changes are generally a good thing.  
(7) I am confident that the changes  may contribute to the desired outcomes. 
(8) Are there any matters important to be mentioned which might not have been brought up in this 
questionnaire?  
The first five questions have to do with known-groups validity (Bouckenooghe, et al., 2009, p. 582): the notion 
that certain groups of respondents score differently on a scale than others.
10
 Question 6 and 7 are added on 
suggestion by Bouckenooghe, as the three items for ‘cognitive readiness for change’ are all reverse-scored and 
not very certain (see Appendix A6, Display A102). Question 8 is added to be able to conduct a LIWC analysis 
(see chapter 3.4).  
SSO employees with an organization email account received a digital OCQ via Thesistools.
11
 SSO employees 
without an organizational email account, received a printed OCQ with a self-addressed envelope and the 
request to send in the fully completed questionnaire before March 21, 2014. After one week, on March 17, all 
employees were reminded by email or by their manager in case they didn’t have an email account. March 20, 
all employees received a last reminder that the questionnaire was open till march 21. Appendix A5 presents an 
overview of emails that have been send. March 21, the questionnaire was closed. For printed and digital 
questionnaires was announced that only fully completed questionnaires would be taken into account. An 
overview of disseminated and received questionnaires is presented in Display 18. 
Display 18 Disseminated and returned questionnaires   
March 10 – March 21 Send Returned  Return percentage Fully completed Response percentage 
Digital OCQ 110 75 68% 75 68% 
Printed OCQ  31 18 58% 12 39% 
Total 141 93 66% 87 62% 
The OCQ was distributed more digitally via Thesistools than printed (110 versus 31). The digital response rate 
is higher than the printed (68% versus 39%). 
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3.2.2. DATA ANALYSIS 
Thesistools generates Excel-format output, which was prepared for import in SPSS. Answers on the printed 
questionnaires were manually added to the Thesistools data file. As eight OCQ items are reverse-scored, 
these items are recoded in SPSS in line with Bouckenooghe, et al. (2009, pp. 573-575). Display A83 in Appendix 
A4 shows which items are reverse-scored and were recoded.  
After recoding, a reliability analysis was conducted by calculating Cronbach’s Alphas, to make sure the internal 
consistency of the items making up the variables is acceptable. Internal consistency is considered acceptable 
with an estimate of reliability >.70 in line with Bouckenooghe (2008, p. 292). Further improvement of reliability 
was investigated for all variables, by calculating Cronbach’s Alphas for all variables with the option ‘if item 
deleted’ in SPSS. No items had to be removed (see Appendix A6).  
Correlation coefficients are calculated, to  determine the relationships between the eleven variables by 
conducting two-tailed Pearson correlation analysis in SPSS, considering a coefficient to be significant at <.05 
(Bouckenooghe, et al., 2009, p. 583). When variables highly correlated (>0,80), one of these variables was 
removed to avoid multicollinearity (Hacken, 2005, p. 21). If process variables of change highly correlated with 
climate variables of change, the process variable was retained and the climate variable was removed, as there 
are five climate variables of change and three process variables of change, and process variables of change 
refer to the actual approach of how a specific change project is dealt with (Bouckenooghe, 2008, p. 562). 
To investigate the factor structure of the OCQ, a confirmatory factor analysis was conducted using varimax 
rotation, for the items of each variable separately. A confirmatory factor analysis is used, as replicating the 
study by Bouckenooghe, et al. (2009) presumes that there is a restricted measurement model (Kline, 2013, p. 
173). Varimax rotation is used as it is the most widely used rotation method. Each factor is confirmed if the 
scree plot presents one component with an eigenvalue >1 in line with Bouckenooghe (2008, p. 222) and the 
factor loadings on this component exceed the >0.5 level in line with Bouckenooghe (2008, p. 188). 
Additionally, the structure of the dimension readiness for change was investigated with an exploratory factor 
analysis including all the eleven items, to investigate if readiness for change can be considered as a 
multifaceted concept divided in cognitive readiness for change, emotional readiness for change, and 
intentional readiness for change. An exploratory factor analysis was used as it treats the measurement model 
unrestricted (Kline, 2013, p. 173) and therefore explores the data for possible factors. Readiness for change is 
considered a multifaceted concept if the scree plot presents three components with an eigenvalue >1 in line 
with Bouckenooghe (2008, p. 222) and the items for the factors cognitive readiness for change, emotional 
readiness for change, and intentional readiness for change are in line with Bouckenooghe (2008, p. 188). 
Because of the perceived difference between people holding managerial job positions and people holding 
nonmanagerial job positions (Bouckenooghe, et al., 2009, p. 585), known-groups validity on job position is 
calculated. Known-groups validity is based on the notion that certain groups of respondents score differently 
on a scale than others (Bouckenooghe, et al., 2009, p. 582). Regarding job position, Bouckenooghe 
demonstrated that respondents holding a managerial position reported higher scores on all variables, except 
for ‘politicking’ (2009, p. 585). The different job level group means and standard deviations are calculated for 
each group. The mathematical difference (delta; ∆) between the means for each group is tested using an 
independent t-test. Deviation on job position is considered significant at the <.05 level. If variables show a 
significant deviation in means, the claim that the scales effectively discriminate for job position is retained and 
the variable ‘managerial job position’ is taken into account in the next steps of analysis. Differences in the 
results by Bouckenooghe and the findings of this critical single-case study are presented for both managerial 
and nonmanagerial groups. Differences are presented as deltas between the means in Bouckenooghe, et al. 
and in this investigation for each group. The deltas are tested for significance at the <.05 level, conducting an 
independent t-test.  
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The final step in the OCQ analysis is testing for concurrent validity. Concurrent validity is used to test for 
significant relationships between independent and dependent variables (Bouckenooghe, et al., 2009, p. 585) 
and is conducted by a linear regression analysis. As both climate of change variables and process of change 
variables are considered to be enablers of readiness for change, these variables and the variable ‘managerial 
job position’ are regressed to investigate what percentage of the variables explain ‘cognitive readiness for 
change’, ‘emotional readiness for change’, and ‘intentional readiness for change’. The regression analyses are 
conducted in SPSS with the climate variables of change, process variables of change, and ‘managerial job 
position’ as independent variable. ‘Cognitive readiness for change’, ‘emotional readiness for change’, and 
‘intentional readiness for change’ are treated as dependent variables.  
When independent variables demonstrated no significance (>.05), the least significant variable is removed 
before the regression analysis was repeated (Koop, 2009, p. 101). This process was repeated, until a significant 
model of independent variables remained. The unstandardized coefficient Beta was checked for positive or 
negative contribution to the dependent variable. The model summary was checked for adjusted R Square, 
indicating which percentage of variance in the dependent variable is explained by the independent variables. 
The findings are presented in the extent to which the independent variables explain the variance in ‘cognitive 
readiness for change’, ‘emotional readiness for change’, and ‘intentional readiness for change’. A full 
description of this analysis is presented in Appendix A6. 
The OCQ claim retained by the OCQ findings, as a result of the most influencing independent variable on the 
dependent readiness for change variables, is the key claim of the OCQ.  
3.3. SYSTEMS CONSTELLATION 
This chapter describes the methodology for the systems constellation and covers the subsections data 
collection (3.3.1) and data analysis (3.3.2).The systems constellation is conducted to answer the second sub 
question: ‘Is the retained key claim of the OCQ supported by a systems constellation in this case study?’.  
3.3.1. DATA COLLECTION 
Systems constellations are a way to make the hidden dynamics of a system visible (Herder-Wynne, 2013, p. 1) 
and deal with some disadvantages of self-reporting battery’s like self-report bias ( (Burton-Jones, 2009, p. 
445). Roevens (2008, p. 31) defines a system as a collection of elements and the relationships between them. 
He states that a whole is more than the sum of its parts and a whole often has characteristics which one would 
not imagine when only considering its components. Systems constellations differ from other problem 
identification techniques by their combination of a holistic perspective and an emotional approach (Jurg, 2010, 
pp. 8-9). A holistic perspective focuses on the elements and relationships emerging from the whole rather than 
decomposing problems into the basic elements that form the core of the problem. An emotional approach 
includes bodily experiences, feelings and intentions as well as spontaneous verbal outbursts based on these 
emotions rather than logical verbalization and an encouragement to employ grounded arguments (p. 9). 
Systems constellations begin with the introduction phase, a short and focused dialogue between the problem 
owner and the facilitator (Jurg, 2010, p. 24), in this case in presence of the researcher. Problem owner for this 
systems constellation is SSO’s Human Resource manager, being responsible for designing SSO’s change 
process. Facilitator for this systems constellation is Jurg, an experienced facilitator (Jurg, 2010). Presumed 
relevant elements and interventions for the systems constellation were discussed in a short and focused 
dialogue, followed by an email dialogue. The OCQ findings were not made insightful in advance to the 
problem owner, to avoid possible influence of the OCQ findings on the systems constellation.  
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The problem statement for the systems constellation is formulated as: ‘What is the effect of the interventions 
in 2014 by the management of SSO on readiness for change of SSO employees’.
12
 In the projection phase (Jurg, 
2010, p. 25), the problem owner was welcomed in a room with people unfamiliar to him and his problem. The 
problem owner was asked by the facilitator to select a person for each element. The selected persons who 
symbolize these elements are called stand-ins. A symbol for each element is chosen to avoid influencing the 
stand-ins (Jurg, et al., 2013, p. 152). The notion behind a systems constellation is that a problem owner 
implicitly projects his tacit associations with the elements on the selected stand-ins as he positions them in the 
room without any further communication or intervention by the facilitator (Jurg, 2010, p. 25).  
During the intervention phase, the facilitator deepens the systems metaphor by conducting interventions to 
identify and improve the relationships between the stand-ins of the constellation in two ways (Jurg, 2010, p. 
26): repositioning stand-ins to reveal the emergent patterns that he identified and initiating the expression of 
implicit emotions of stand-ins that he identified. Next, the vision phase reveals the final configurations with 
positive and/or negative feedback loops (Jurg, 2010, p. 27). In the debriefing phase, the facilitator explains the 
problem and the meaning of the elements to the stand-ins, to be able to reflect on their experiences. In this 
phase the problem owner, facilitator, stand-ins and spectators are sitting in a circle and have a dialogue. This 
phase closes the constellation procedure (Jurg, 2010, p. 27).  
The systems constellation is recorded from two positions in the room, to be able to get a clear view of the 
elements in the room and to provide visual material to analyze in line with Hattink (2013, p. 27). The video 
recordings of the systems constellation are presented in Supplement 2 on the SD-card. 
3.3.2. DATA ANALYSIS 
Kopp & Martinuzzi (2013, p. 198) state that social network analysis is similar to systems constellations. Şandru 
(2010, p. 63) describes the operational concepts most frequently used in social network analysis and divides 
the operational concepts in concepts relating to interaction and concepts relating to structure. Operational 
concepts relating to interaction (p. 70) focus on interaction frequency and duration, directional flow to 
determine the transactional symmetry, link diversity, and the relational content. As stand-ins are expected to 
interact in systems constellations by way of the facilitator (Jurg, 2010, p. 26) and not directly to other stand-
ins, operational concepts relating to interaction are less appropriate for analysis. Operational concepts relating 
to structure (Şandru, 2010, p. 71) focus on network size, network density, degree of connection, centrality, and 
clusters. As the operational concepts relating to structure can be analyzed by means of the visual material of 
the recordings, the systems constellation is analyzed by use of the operational concepts relating to structure, 
that are extensively used nowadays in comparative analysis in many studies on the dynamics of social 
networks (Şandru, 2010, p. 73). The operational concepts related to structure are applied to the end of stage 2 
of the intervention phase (intervention phase), after the interventions were made by the facilitator to reveal 
emergent patterns (Jurg, 2010, p. 26). 
Network size forms the basis, because the operationalizations of the other concepts related to structure are 
based on it (Şandru, 2010, p. 71). Network size is conceptualized as all theoretical possible connections in the 
systems constellation, and operationalized as [N(N-1)/2], where N = the total number of stand-ins in the 
systems constellation (p. 72). 
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Network density is conceptualized as the degree in which the stand-ins have a direct relationship with each 
other (Şandru, 2010, p. 72). It is a measure of actual connections between the stand-ins from all possible 
connections and is an indicator of the intensity of social exchange between the stand-ins. Network density is 
operationalized as the ratio between the actual and the theoretically possible connections: D = 100 Na / [N(N-
1)/2] where Na = the number of existing (actual) connections, N = the total number of stand-ins in the systems 
constellation and D = the network density (p. 72). Actual connections in the systems constellation are 
determined by face-to-face contact, as face-to-face interaction is critical when many people are involved 
(Nohria & Eccles, 2000, p. 1665). Face-to-face contact is particular important in environments where 
information is imperfect (Storper & Venables, 2004, p. 351), as argued before in the act of selecting 
operational concepts relating to structure. To determine the face-to-face contacts between stand-ins, the 
ophthalmology concept ‘visual field’ is introduced. Visual field is conceptualized as a 140 degree sight angle for 
each stand-in in the systems constellation, as clinical science operationalizes a normal visual field as covering 
140 degrees (Hardus, et al., sd, p. 2067). To analyze which other stand-ins are in a stand-in’s visual field, 
snapshot photos of the intervention phase are modified for each stand-in with a, blue colored in perspective 
drawn, visual field of 140 degrees (see Display A162 in Appendix A7). When a stand-in is in the visual field of 
another stand-in, shown by being with both feet on the blue colored visual field, face-to-face contact is 
determined. As network density is an indicator of intensity of social exchange between network members, 
only cases of mutual face-to-face contact between stand-ins are counted as actual connections.   
The degree of connection is a measure which is calculated individually for each member of the network 
(Şandru, 2010, p. 72). It is conceptualized as the total number of stand-ins each stand-in is in contact with; so, 
the concept is an operational measure of intensity of social exchange for each member in a systems 
constellation. The operationalization formula is as follows: d = 2 Na / N, where d = the degree; N = the total 
number of stand-ins in the systems constellation; and Na = the number of actual connections. Na is multiplied 
by 2, because each relationship involves two stand-ins.   
Centrality is conceptualized as the closeness of a stand-in to the other stand-ins, based on Freeman  (1979, p. 
220). The greater the centrality of stand-ins, the chances of controlling resources are greater (Şandru, 2010, p. 
72). The person with the highest degree of centrality in a systems constellation receives and transmits the 
largest number of messages, and thus has the greatest influence on the systems constellation. Centrality is 
operationalized as the smallest distance sum from each stand-in in the systems constellation to all other 
stand-ins, based on Freeman (1979, p. 215). To analyze the distances between the stand-ins, a snapshot photo 
of the intervention phase is provided with a grid of square cells, drawn in the right perspective. The distances 
between the stand-ins are calculated by counting the square cells between the stand-ins. The square cells 
between the nearest feet of stand-ins were counted, to determine the relative distance between them.  
Clusters are conceptualized as part of a systems constellation having a high density and operationalized by 
cluster analysis on the relative distances between stand-ins, based on Şandru (2010, p. 73). Compared with the 
rest of a systems constellation, members who belong to a cluster have closer relations with each other. 
Clusters can be distinguished in a network map, a visual image of a network (Freeman, 2000, p. 2). Therefore, 
the snapshot photo of the intervention phase of the systems constellation is used as a network map. As 
closeness of stand-ins is measured to determine centrality by relative distances, these scores are used for 
cluster analysis to see if evident clusters are distinguished. The relative distances between the stand-ins in the 
intervention phase were separately inserted in SPSS. K-means cluster analysis is performed with ‘cluster 
membership’ marked, until the cluster findings that visually developed on the snapshot photo are confirmed.  
To answer the sub question ’Is the retained key claim of the OCQ supported by a systems constellation in this 
case study?’, three propositions concerning involvement in the change process were formulated for stand-ins 
‘employees ready for change (V)’ and ‘employees not ready for change (N)’.  
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Involvement in the change process is conceptualized by degree of connection, centrality, and clusters. A high 
involvement in the change process is conceptualized as a high degree of connection, a small score on 
centrality, and being part of a cluster having a high density in the intervention phase of the systems 
constellation. The retained key claim on a positive relationship between involvement in the change process 
and readiness for change is supported when ‘employees ready for change’ present a higher degree of 
connection , a smaller centrality score, and are part of a cluster with a higher density than ‘employees not 
ready for change’, in the systems constellation. The three associated propositions are formulated in Display 
19, to determine if the retained key claim of the OCQ is supported by the systems constellation in this critical 
single-case study.  
Display 19 Propositions systems constellations 
Nr.  Propositions 
1.  Degree of connection is higher for ‘employees ready for change’ than for 
‘employees not ready for change’ at the end of the intervention phase  
2.  Centrality score is smaller for ‘employees ready for change’ than ‘employees 
not ready for change’ at the end of the intervention phase 
3.  ‘Employees ready for change’ are part of a cluster having a higher density 
than ‘employees not ready for change’ at the end of the intervention phase. 
Propositions 1 and 2 are confirmed if a significant positive deviation from the group mean is distinguished for 
‘employees ready for change’ or a significant negative deviation from the group mean is distinguished for 
‘employees not ready for change’. Significance is determined at the <.05 level by conducting independent t-
tests. Proposition 3 is confirmed if ‘employees ready for change’ are part of a cluster having a higher density. 
The key claim of the OCQ on the positive relationship between involvement in the change process and 
readiness for change is supported by a systems constellation if all three propositions are confirmed.  
3.4. LIWC ANALYSIS 
This chapter describes the methodology for the LIWC analysis and covers the subsections data collection 
(3.4.1) and data analysis (3.4.2). LIWC analysis is conducted to be able to answer the third sub question: ‘Is the 
retained key claim of the OCQ supported by a LIWC analysis in this case study?’. 
3.4.1. DATA COLLECTION 
Linguistic models have been developed to find relations between the use of different categories of words and 
social cognitive processes (Vogelzang, et al., 1997, p. 456). Word use has been shown to reflect various 
psychological processes and psychological change (Arntz, et al., 2012, p. 191). LIWC (Linguistic Inquiry and 
Word Count) is a computerized text analysis program that classifies texts in psychological categories on a 
word-by-word basis, in an objective and automated way (Zijlstra, et al., 2004, p. 271). LIWC is a quantitative 
research tool, counting the number of words for each word category. The Dutch LIWC dictionary contains 
6,568 words in 66 word categories.  
Readiness for change is defined  as a reflection of organizational members’ beliefs, attitudes, and intentions, 
regarding the extent to which changes are needed and the organization’s capacity to successfully make those 
changes (Bouckenooghe, 2008, p. 364). Arntz, et al. (2012, p. 191) studied the evolution of word use during 
psychological change in the clinical field. Their study demonstrates that psychological change processes in 
psychotherapy reflected in the evolution of word use.   
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Significant effects on the outcome of the psychological change process emerged for a decrease in the use of 
negative emotion words and negations, interpreted as reflecting a reduction in general negativity and a better 
fulfilment of needs. As readiness for change is a positive psychological change concept in the organizational 
field, it is operationalized as the extent to which word use of negative emotion words and negations 
decreases.  
Involvement in the change process is defined as the extent to which staff members are consulted, involved and 
informed about change related decisions that directly concern them (Bouckenooghe, 2008, p. 360). Open 
communication, in which managers exchange thoughts and ideas freely with employees, can lead to increased 
perceptions of fairness and trust (p. 96). Information exchange produces mutual understanding (Carnevale, et 
al., 1981) and leads to manners of addressing the other and the self with ‘we’ instead of ‘you’, and ‘I’, which 
refers to a common identity and communality (Vogelzang, et al., 1997, p. 457). Earlier LIWC analyses have 
shown that ‘we’-words, referred by LIWC in the word category 1
st
 person singular pronouns, are positively 
correlated with dimensions that focus on interpersonal relations (Abe, 2009, p. 530). Whereas 1
st
 person 
singular pronouns indicate a self-focus, 1
st
 person plural pronouns indicate a group-focus (Tausczik & 
Pennebaker, 2010, p. 39), and reflect a sense of shared identity and interdependence as well as motivation to 
affiliate (Slatcher, et al., 2008, p. 407). Involvement in the change process is therefore operationalized as the 
extent to which 1
st
 person plural pronouns are used compared to 1
st
 person singular pronouns.  
LIWC data collection should contain written text (Zijlstra, et al., 2004, p. 271). Therefore, LIWC analysis is 
applied to the open answers added to the respondents answer ’yes’ on the OCQ question: ‘Are there any 
matters important to be mentioned which might not have been brought up in this questionnaire?’.
13
  
3.4.2. DATA ANALYSIS 
The LIWC analysis started by removing all respondents who didn’t answer the open question: ‘Are there any 
matters important to be mentioned which might not have been brought up in this questionnaire?’. Removing 
all respondents who answered this question with ‘no’ from the survey results, resulted in n=22 who answered 
this question with ‘yes’. Two respondents (24 and 48) turned out to have answered the question with ‘yes’, but 
didn’t fill out anything on the open answer field. These two respondents have also been removed, because 
there was no text to analyze. Further analyze is therefore conducted with n=20.  
To be able to distinguish the remaining 20 respondents in those who are least ready for change and those who 
are most ready for change, means on ‘readiness for change’ have been computed for all 20 respondents in 
SPSS. Respondents answers on cognitive, emotional, and intentional readiness for change are merged into an 
unilateral variable ‘readiness for change’. One sample t-tests have been conducted, to determine significant 
(<.05) deviation from individual respondent means from the group means. Then, respondents are 
distinguished in ‘employees most ready for change’ and ‘employees least ready for change’. Employees most 
ready for change are conceptualized as respondents with high cognitive, emotional, and intentional readiness 
for change, and operationalized as respondents significant positively deviating on the group mean for 
‘readiness for change’. Employees least ready for change are conceptualized as respondents with low cognitive, 
emotional, and intentional readiness for change, and operationalized as respondents significant negatively 
deviating on the group mean for ‘readiness for change’. 
Open answers of ‘employees most ready for change’ and ‘employees least ready for change’ are separately 
grouped in a Word-file. The open answers for both groups were separately prepared for analysis in LIWC, by 
transforming the Word-files into a .txt file (Pennebaker, et al., 2007, pp. 7,9). The Dutch dictionary of LIWC is 
employed (Zijlstra, et al., 2004) as the respondent comments are in Dutch. Findings of the LIWC analysis for 
‘employees least ready for change’ and ‘employees most ready for change’ are compared. The LIWC analysis 
presents the findings as a percentage of word use for each word category. 
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Readiness for change is operationalized employing LIWC as the extent in which negative emotion words and 
negations decreases. As Arntz, et al. (2012, p. 195) demonstrate that a decrease in the use of negative emotion 
words and negations during the change process discloses successful change, a lower percentage of negative 
emotion words and negations is expected for ‘employees most ready for change’ than for ‘employees least 
ready for change’. The relative distances between the findings of ‘employees most ready for change’ and 
‘employees least ready for change’ on the word categories are operationalized as: (P1-P2)/P2 (Kneppers, 2010, 
p. 20), where P1 = Percentage word use for ‘employees most ready for change’ and P2 = Percentage word use 
for ‘employees least ready for change’. These relative distances support the OCQ findings on readiness for 
change, if the relative distances on negative emotion words and negations are equal or higher in this 
investigation in comparison with the relative distances on these categories for participants in the study by 
Arntz, et al.(2012). 
Involvement in the change process is operationalized as the extent in which 1
st
 person plural pronouns are used 
compared to 1
st
 person plural pronouns. As North, et al. (2012, p. 150) demonstrate that a decrease in the use 
of 1
st
 person singular pronouns and an increase in the use of 1
st
 person plural pronouns during the change 
process discloses successful change, a lower use of 1
st
 person singular pronouns and a higher use of 1
st
 person 
plural pronouns is expected for ‘employees most ready for change’ than for ‘employees least ready for 
change’. The relative distances between the findings of ‘employees most ready for change’ and ‘employees 
least ready for change’ on the word categories are operationalized as: (P1-P2)/P2 (Kneppers, 2010, p. 20), 
where P1 = Percentage word use for ‘employees most ready for change’ and P2 = Percentage word use for 
‘employees least ready for change’. These relative distances support the OCQ findings on involvement in the 
change process, if the relative distances on 1
st
 person singular pronouns and 1
st
 person plural pronouns are 
equal or higher in this investigation in comparison with the relative distances on these categories for 
participants in the study by North, et al.(2012). 
To be able to answer the third sub question, four propositions are formulated and displayed in Display 20. 
Display 20 Propositions LIWC analysis  
Nr.  Propositions 
1.  ‘Employees most ready for change’ demonstrate a lower score on word category negative emotion words 
than ‘employees least ready for change’ and the relative distance is equal or higher compared to Arntz, et al.  
2.  ‘Employees most ready for change’ demonstrate a lower score on word category negations than ‘employees 
least ready for change’ and the relative distance is equal or higher compared to Arntz, et al. 
3.  ‘Employees most ready for change’ demonstrate a higher score on word category 1
st
 person plural pronouns 
than ‘employees least ready for change’ and the relative distance is equal or higher compared to North, et al. 
4.  ‘Employees most ready for change’ demonstrate a lower score on pronoun 1
st
 person singular pronouns than 
‘employees least ready for change’ and the relative distance is equal or higher compared to North, et al. 
The retained key claim of the OCQ on the positive relationship between involvement in the change process 
and readiness for change is supported by a LIWC analysis if all four propositions in Display 20 are confirmed.  
  
25 
 
4. FINDINGS  
This chapter describes the findings on the eight investigated OCQ claims in this case study (4.1), the findings 
on the positive relationship between involvement in the change process and readiness for change of the 
systems constellations (4.2) and the LIWC analysis (4.3).  
4.1. ORGANIZATIONAL CHANGE QUESTIONNAIRE 
This section describes the findings of the OCQ claims in the following order: scale evaluation (4.1.1), 
correlations (4.1.2), factor analysis (4.1.3), known groups (4.1.4), and regression analysis of cognitive readiness 
for change (4.1.5), emotional readiness for change (4.1.6), and intentional readiness for change (4.1.7). An 
overview concludes this section (4.1.8) 
4.1.1. SCALE EVALUATION  
The first step by Bouckenooghe, et al. (2009, p. 582) is conducting a scale evaluation. The findings of the 
reliability analysis of the variables and their underlying items are displayed in Appendix A6. A summary of 
scale reliability with Cronbach’s Alphas of the eleven variables is presented in Display A107 in Appendix A6. As 
all variables fulfil the >.70 level of internal consistency (Bouckenooghe, 2008, p. 292), all scales are considered 
internally consistent in this investigation. 
4.1.2. CORRELATIONS  
To  determine the relationships between the eleven variables, correlation coefficients have been calculated 
(Bouckenooghe, et al., 2009, p. 582). This step presents significant (<0,05) correlations between all variables, 
except for the correlation between ‘cohesion’ and ‘intentional readiness for change’. ‘Cohesion’ only 
negatively correlates with ‘politicking’. ‘Intentional readiness for change’ only positively correlates with the 
independent variable ‘involvement in the change process’ and the dependent variables ‘cognitive readiness for 
change’ and ‘emotional readiness for change’. The output of the correlations is presented in Appendix A6, 
Display A108.  
Climate of change variable ‘general support by supervisors’ and process of change variable ‘ability of 
management to lead change’ highly correlated (>0,80). To avoid multicollinearity, one of these both variables 
was removed (Hacken, 2005, p. 21). Because a climate of change variable highly correlated with a process of 
change variable, and there are more climate of change variables (5) than process of change variables (3), the 
process of change variable ‘ability of management to lead change’ was retained and the climate of change 
variable ‘general support by supervisors’ was removed.  
To determine the relationships between the ten remaining variables, correlation coefficients have been 
recalculated. This step indicates significant (<0,05) correlations between all variables. The recalculated 
correlations shows no highly correlated variables (>0,80) anymore, as is presented in Appendix A6, Display 
A109. Therefore, regression analyses were conducted with the ten remaining variables.  
4.1.3. FACTOR ANALYSES  
To investigate the factor structure of the OCQ, a confirmatory factor analysis was conducted using varimax 
rotation, for the items of each variable separately. Display 21 presents the minimum and the maximum factor 
loadings for each variable. The full findings of the confirmatory factory analysis are presented in Appendix A6, 
subsection 6.3.  
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Display 21 Factor loadings on remaining OCQ variables  
Variables  Minimum loadings Maximum loadings 
Involvement in the change process .81 .92 
Ability of management to lead change .58 .90 
Attitude of top management toward change .83 .83 
Trust in leadership .69 .89 
Cohesion .66 .82 
Participatory management .86 .88 
Politicking .78 .83 
Cognitive readiness for change .60 .80 
Emotional readiness for change .91 .95 
Intentional readiness for change .91 .96 
Display 21 shows that all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), 
supporting that the factor structure of the OCQ is acceptable. 
To investigate if ‘readiness for change’ should be considered a multifaceted concept (divided into cognitive 
readiness for change, emotional readiness for change, and intentional readiness for change), the structure of 
the dimension ‘readiness for change’ is investigated with an exploratory factor analysis including all eleven 
‘readiness for change’ items. Display 22 presents the rotated component matrix for ‘readiness for change’. The 
items in column 1 that begin with EMO originally belong to the factor ‘emotional readiness for change’. The 
items that begin with COG originally belong to the factor ‘cognitive readiness for change. The items that begin 
with INT originally belong to the factor ’intentional readiness for change’.  
Display 22 Rotated component matrix ‘readiness for change’ 
Items 1 2 3 Questions 
EMO3 .845 .279 .015 I find the change refreshing 
EMO2 .839 .320 .197 I experience the change as a positive process 
EMO1 .836 .161 .272 I have a good feeling about the change project 
COG5 .742 .070 .281 I am confident that the changes  may contribute to the desired outcomes 
COG4 .716 .130 .221 Most of the changes are generally a good thing 
INT2 .166 .944 .060 I want to devote myself to the process of change 
INT3 .154 .935 .133 I am willing to put energy into the process of change 
INT1 .254 .835 .120 I am willing to make a significant contribution to the change 
COG3r .100 -.088 .825 Most change projects that are supposed to solve problems around here will not do 
much good. 
COG1r .270 .264 .753 Plans for future improvement will not come to much 
COG2r .382 .246 .659 I think that most changes will have a negative effect on the clients we serve. 
Display 22 shows that three components are distinguished, confirming ‘readiness for change’ as a 
multifaceted concept with three different factors. It presents the factor loadings on the three distinguished 
factors of ‘readiness for change’ in column 2, 3, and 4. The first factor ‘emotional readiness for change’ can be 
composed by the items EMO3, EMO2, EMO1, COG5, and COG4. This factor contains three items that are 
supposed to measure ‘emotional readiness for change’ and two items that are supposed to measure ‘cognitive 
readiness for change’. It must be noted that the items COG5 and COG4 were added to the OCQ on suggestion 
by Bouckenooghe, as the three original items for ‘cognitive readiness for change’ are all reverse-scored and 
not very certain (see subsection 3.2.1, p.16).The second factor ‘intentional readiness for change’ can be 
composed by the items INT2, INT3, and INT1. The third factor ‘cognitive readiness for change can be 
composed by the items COG3r, COG1r, and COG2r. Thus, ‘readiness for change’ should be considered a 
multifaceted concept, divided into ‘cognitive readiness for change’, ‘emotional readiness for change’, and 
‘intentional readiness for change’. 
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4.1.4. KNOWN-GROUPS 
The first OCQ claim states that employees holding managerial job positions and nonmanagerial job positions 
differ (subsection 2.6, Display 17). Therefore, known-groups on job position were calculated. Display 23 
presents the variables with significant deviations on job position. Column 2-5 present the means and standard 
deviations of each group. Deltas between means are calculated and verified for significance using the 
independent t-test, as presented in column 6 and 7. Significant positive deviations on job position are marked 
green. An overview for all deviations is presented in Appendix A6, Display A133.  
Display 23 Known-groups managerial/nonmanagerial (n=87) 
  Managerial Nonmanagerial Independent t-tests 
Mean SD Mean SD ∆ Sig. (2-tailed) 
Involvement in the change process 3.68 0.54 3.13 0.92 0.55 0.01 
Attitude of top management toward change 3.83 0.48 3.28 0.71 0.55 0.02 
Emotional readiness for change 4.13 0.50 3.36 0.79 0.77 0.00 
Intentional readiness for change 4.53 0.50 4.12 0.51 0.41 0.02 
N =  10  77 
Display 23 shows that managerial respondents score significantly higher than nonmanagerial respondents on 
‘involvement in the change process’, ‘attitude of top management toward change’, ‘emotional readiness for 
change’, and ‘intentional readiness for change’. Bouckenooghe, et al. also claim effectively positive 
discrimination  for employees with a managerial job position, as described in section 2.3, the theoretical 
literature review. Thus, the OCQ claim that its scales discriminate for job position is retained. 
Display 24 presents the significantly deviating means on variables between the OCQ findings on managerial 
respondents in this investigation and the study by Bouckenooghe, et al. (2009, p. 587). Significant positive 
deviations are marked green, significant negative deviations are marked red. An overview for all deviations is 
presented in Appendix A6, Display A134. 
Display 24 Known group managerial job position (n=10) compared to Bouckenooghe, et al. 
  This case study Bouckenooghe Compared 
Managerial Independent t-test 
Mean Mean ∆ Sig. (2-tailed) 
Involvement in the change process 3.68 3.05 .63 .01 
Participatory management 3.40 3.83 -.43 .05 
Emotional readiness for change 4.13 3.67 .46 .02 
N =  10 237 
Display 24 shows that managerial respondents in this investigation experience significantly more ‘involvement 
in the change process’ and a higher ‘emotional readiness for change’ than managerial respondents in the study 
by Bouckenooghe, et al. They experience significantly less ‘participatory management’ than respondents in 
the study by Bouckenooghe, et al. Next, Display 25 presents the significantly deviating means on variables 
between the OCQ findings on nonmanagerial respondents in this investigation and the study by 
Bouckenooghe, et al. (2009, p. 587). An overview for all deviations is presented in Appendix A6, Display A135. 
Display 25 Known group nonmanagerial job position (n=77)  compared to Bouckenooghe, et al.  
  This case study Bouckenooghe Compared 
Nonmanagerial Independent t-test 
Mean Mean ∆ Sig. (2-tailed) 
Involvement in the change process 3.13 2.74 .39 .00 
Ability of management to lead change 3.31 3.10 .21 .03 
Participatory management 3.18 3.41 -.23 .02 
N =  77 229 
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Display 25 shows that nonmanagerial respondents in this investigation experience significantly more 
‘involvement in the change process’ and ‘ability of management to lead change’ than nonmanagerial 
respondents in the study by Bouckenooghe, et al. They also experience significantly less ‘participatory 
management’ than respondents in the study by Bouckenooghe, et al. 
4.1.5. REGRESSION ANALYSIS ON COGNITIVE READINESS FOR CHANGE 
Multiple linear regression analyses have been conducted to investigate the significant relationships stated in 
claim 3 to 8 by determining whether the presumed enablers of ‘readiness for change’ explain the variance in 
cognitive readiness for change, emotional readiness for change, and intentional readiness for change. 
The first regression analysis is conducted with the climate variables of change, process variables of change, 
and ‘managerial job position’ as independent variables, and ‘cognitive readiness for change’ as dependent 
variable. When independent variables turned out to be not significant, the least significant variable was 
removed before the regression analysis was repeated (Koop, 2009, p. 101). This process has been repeated, 
until a significant model of independent variables remained. Appendix A6, Display A138 presents the in serial 
order removed independent variables with their level of significance. Display 26 presents ‘involvement in the 
change process’ as the remaining significant independent variable, as none of the other independent variables 
turned out to be significant (<.05).  
Display 26 Significant independent variables on cognitive readiness for change (n=87) 
 Unstandardized coefficients Standardized coefficients t-values Sig. 
Beta Standard error Beta   
Constant 2.02 .18 - 10.98 .00 
Involvement in the change process .43 .06 .64 7.74 .00 
Display 26 shows that ‘involvement in the change process’ has a significantly positive relationship with 
‘cognitive readiness for change’. Display 27 presents the model summary.  
Display 27 Model summary cognitive readiness for change 
R R square Adjusted R square Standard error of the estimate 
.64 .41 .41 .46 
Display 27 shows that 41% of the variance in ‘cognitive readiness for change’ can be explained by the predictor 
‘involvement in the change process’. Thus, the regression formula is: Cognitive readiness for change = 2.02 + 
.43*involvement in the change process. It explains 41% of the variance. Display 28 presents the regression 
formula for ‘cognitive readiness for change’ in this investigation compared to Bouckenooghe, et al.  
Display 28 OCQ findings compared to OCQ results on cognitive readiness for change 
OCQ findings of this case study  OCQ results (Bouckenooghe, et al. , 2009) 
+2.02  
+.43*involvement in the change process; 
explaining 41%  of the variance 
+.19*trust in leadership 
+.24*ability of management to lead change 
- .18*politicking; 
explaining 44% of the variance. 
Display 28 shows that the intercept is not presented by Bouckenooghe, et al. A positive relationship between 
‘trust in leadership’ and ‘cognitive readiness for change’ is rejected. A positive relationship between ‘ability of 
management to lead change’ and ‘cognitive readiness for change’ is also rejected, as well as the negative 
relationship between ‘politicking’ and ‘cognitive readiness for change’. The positive relationship between 
‘involvement in the change process’ and ‘cognitive readiness for change’ in this case study was not disclosed 
by Bouckenooghe, et al. The extent to which the independent variables explain the variance in ‘cognitive 
readiness for change’ is similar. 
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4.1.6. REGRESSION ANALYSIS ON EMOTIONAL READINESS FOR CHANGE 
The second regression analysis is conducted with the climate variables of change, process variables of change, 
and ‘managerial job position’ as independent variables, and ‘emotional readiness for change’ as dependent 
variable. When independent variables turned out to be not significant, the least significant variable has been 
removed before the regression analysis was repeated (Koop, 2009, p. 101). This process has been repeated, 
until a significant model of independent variables remained. Appendix A6, Display A141 presents the in serial 
order removed independent variables with their level of significance. Display 29 presents ‘involvement in the 
change process’ and ‘managerial job position’ as remaining significant independent variables, as none of the 
other independent variables turned out to be significant (<.05).  
Display 29 Significant independent variables on emotional readiness for change (n=87) 
 Unstandardized coefficients Standardized coefficients 
t-values Sig. 
Beta Standard error Beta 
Constant 1.49 .22 - 6.78 .00 
Managerial job position .44 .19 .18 2.31 .02 
Involvement in the change process .60 .07 .67 8.85 .00 
Display 29 shows that ‘involvement in the change process’ and ‘managerial job position’ have a significantly 
positive relationship with ‘emotional readiness for change’. Display 30 presents the model summary.  
Display 30 Model summary emotional readiness for change 
R R square Adjusted R square Standard error of the estimate 
.73 .53 .52 .55 
Display 30 shows that 52% of the variance in ‘emotional readiness for change’ can be explained by the 
predictor ‘involvement in the change process’ and ‘managerial job position’. Thus, the regression formula is: 
Emotional readiness for change = 1.49 + .60*involvement in the change process + .44*managerial job 
position. It explains 52% of the variance. Display 31 presents the regression formula for ‘emotional readiness 
for change’ in this investigation compared to Bouckenooghe, et al.  
Display 31 OCQ findings compared to OCQ results on emotional readiness for change 
OCQ findings of this case study   OCQ results (Bouckenooghe, et al. , 2009) 
+ 1.49 
+.60*involvement in the change process 
+.44*managerial job position;  
explaining 52%  of the variance 
+.08*participatory management  
+29*involvement in the change process  
+.18*ability of management to lead change  
+.10*attitude of top management toward change; 
explaining 34% of the variance. 
Display 31 shows that the intercept is not presented by Bouckenooghe, et al. It also shows that the OCQ claim 
of a positive relationship between ‘involvement in the change process’ and ‘emotional readiness for change ’is 
retained, and that the explanatory power of ‘involvement in the change process’ is higher in this investigation. 
A positive relationship between ‘participatory management’ and ‘emotional readiness for change’, between 
‘ability of management to lead change’ and ‘emotional readiness for change’, and between ‘attitude of top 
management toward change’ and ‘emotional readiness for change’ are rejected. The positive effect for 
‘managerial job position’ on ‘emotional readiness for change’ in this investigation contradicts Bouckenooghe, 
et al. Finally, the extent to which the independent variables explain the variance in ‘emotional readiness for 
change’ is higher in this investigation. 
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4.1.7. REGRESSION ANALYSIS ON INTENTIONAL READINESS FOR CHANGE 
The third regression analysis is conducted with the climate variables of change, process variables of change, 
and ‘managerial job position’ as independent variables, and ‘intentional readiness for change’ as dependent 
variable. When independent variables turned out to be not significant, the least significant variable has been 
removed before the regression analysis was repeated (Koop, 2009, p. 101). This process has been repeated, 
until a significant model of independent variables remained. Appendix A6, Display A144 presents the in serial 
order removed independent variables with their level of significance. Display 32 presents ‘involvement in the 
change process’ and ‘ability of management to lead change’ as remaining significant independent variables, as 
none of the other independent variables turned out to be significant (<.05).  
Display 32 Significant independent variables on intentional readiness for change (n=87) 
 Unstandardized coefficients Standardized coefficients t-
values 
Sig. 
Beta Standard error Beta 
Constant 3.83 .23 - 16.88 .00 
Involvement in the change process .37 .09 .64 4.08 .00 
Ability of management to lead change -.25 .10 -.38 -2.40 .02 
Display 32 shows that ‘involvement in the change process’ has a significantly positive relationship with 
‘intentional readiness for change’ and that ‘ability of management to lead change’ has a significantly negative 
relationship with ‘intentional readiness for change’. Display 33 presents the model summary. 
Display 33 Model summary intentional readiness for change 
R R square Adjusted R square Standard error of the estimate 
.42 .18 .16 .48 
Display 33 shows that 16% of the variance in ‘intentional readiness for change’ can be explained by the 
predictors ‘involvement in the change process’ and ‘ability of management to lead change’. Thus, the 
regression formula is: Intentional readiness for change = 3.83 + .37*involvement in the change process -
.25*ability of management to lead change. It explains 16% of the variance. Display 34 presents the regression 
formula for ‘intentional readiness for change’ in this investigation compared to Bouckenooghe, et al. 
Display 34 OCQ findings compared to OCQ results on intentional readiness for change 
OCQ findings of this case study  OCQ results (Bouckenooghe, et al. , 2009) 
+ 3.83 
+.37*involvement in the change process  
-.25*ability of management to lead change; 
explaining 16% of the variance 
+.12*participatory management 
+.09*involvement in the change process 
+.25 attitude of top management toward change; 
explaining 18% of the variance. 
Display 34 shows that the intercept is not presented by Bouckenooghe, et al. It also shows that the OCQ claim 
of a positive relationship between ‘involvement in the change process’ and ‘intentional readiness for change ’is 
retained, and that the explanatory power of ‘involvement in the change process’ is higher in this investigation. 
A positive relationship between ‘participatory management’ and ‘intentional readiness for change’ is rejected. 
A positive relationship between ‘attitude of top management toward change’ and ‘intentional readiness for 
change’ is also rejected. A negative effect for ‘ability of management to lead change’ on ‘intentional readiness 
for change’ is presented, unlike Bouckenooghe, et al. Finally, the extent to which the independent variables 
explain the variance in ‘intentional readiness for change’ is similar.  
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4.1.8. OCQ OVERVIEW AND KEY CLAIM  
Display 35 presents an overview of retained and rejected OCQ claims. 
Display 35 Overview of retained and rejected OCQ claims 
OCQ claims Sub conclusions 
1. The scales effectively discriminate for job position  Retained 
2. Readiness for change is a multifaceted concept Retained 
3. Positive relationship between trust in leadership and cognitive readiness for change  Rejected 
4. Positive relationship between participatory management and emotional and 
intentional readiness for change  
Rejected 
5. Negative relationship between politicking and cognitive readiness for change  Rejected 
6. Positive relationship between involvement in the change process and emotional and 
intentional readiness for change  
Retained 
7. Positive relationship between ability of management to lead change and cognitive 
and emotional readiness for change  
Rejected 
8. Positive relationship between attitude of top management toward change and 
emotional and intentional readiness for change  
Rejected 
Display 35 shows that three of eight OCQ claims are retained by the findings in this case study. The scales 
effectively discriminate for job position, ‘readiness for change’ is a multifaceted concept, and there is a 
positive relationship between ‘involvement in the change process’ and ‘emotional readiness for change’ and 
‘intentional readiness for change’.  
As ‘involvement in the change process’ is the most influencing independent variable on the dependent 
readiness for change variables, the OCQ claim of a positive relationship between ‘involvement in the change 
process’ and emotional and intentional readiness for change is the key claim of the OCQ.  
4.2. SYSTEMS CONSTELLATIONS 
This section describes the findings of the systems constellation in the same structure as described by Şandru 
(2010, pp. 71-73): degree of connection (4.2.1), centrality (4.2.2), and clusters (4.2.3). This section ends with an 
overview (4.2.4). The next three subsections describe the findings of the three operational concepts for the 
intervention phase. A full description of all steps of this analysis on the projection phase and the intervention 
phase, including the conditional analysis of network size and network density, is described in Appendix A7. 
4.2.1. DEGREE OF CONNECTION 
The degree of connection is calculated individually for each stand-in in the systems constellation. The degree 
of connection of a stand-in in the systems constellation represents the total number of stand-ins with who that 
stand-in is in contact. So, the degree of connection is an operational measure of social exchange for each 
stand-in in the systems constellation (see 3.3.2.). The calculation formula is: [d = 2 Na / N], where d = the 
degree of connection, N = the total number of stand-ins in the systems constellation, and Na = the number of 
actual connections. Na is multiplied by 2, because each relationship involves two stand-ins. 
To determine the actual connections, snapshot photos are modified for each stand-in. A blue colored, in 
perspective drawn visual field of 140 degrees, is added to the photos for each stand-in. Two examples of these 
modified photos are presented in Display 36. Separate snapshot photos for all stand-ins are pictured in 
Appendix A7,  Display A162. As described in subsection 3.3.2, a stand-in is considered to be in the visual field of 
the marked stand-in when she or he is with both feet within the blue colored visual field. Social exchange is 
assumed and the stand-in is considered being connected. 
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Display 36 Stand-ins ‘employees ready for change (V)’  and ‘employees not ready for change (N)’ with visual fields 
 
An overview of connected stand-ins is presented in Appendix A7, Display A163. Only the mutual connections 
are counted as actual connections. The actual connections are presented in Appendix A7, Display A164. To 
determine the degree of connection, the actual connections are multiplied by 2, because each relationship 
involves two stand-ins. The number of actual connections is retrieved by taking the connections from column 
2 in Display A164, and multiply them by 2.  
Display 37 Degrees of connection of stand-ins 
Stand-ins Actual 
connections 
Actual connections 
multiplied by 2 
Total numbers 
of stand-ins 
Degrees of 
connection 
Employees ready for change (V) 5 10 10 1.00 
Employees not ready for change (N) 2 4 10 0.40 
Display 37 shows that stand-in ‘employees ready for change (V)’ has  a higher degree of connection than 
stand-in ‘employees not ready for change (N)’. Degrees of connection of the other stand-ins are presented in 
Appendix A7, Display A167. Proposition 1 (degree of connection is higher for ‘employees ready for change’ 
than for ‘employees not ready for change’) is supported for the intervention phase, when a significant positive 
deviation from the group mean is distinguished for stand-in ‘employees ready for change’ or a significant 
negative deviation from the group mean is distinguished for stand-in ‘employees not ready for change’. To 
determine significant deviations, the degrees of connection for stand-ins ‘employees ready for change (V)’ and 
‘employees not ready for change (N)’ have been calculated and compared to the group means. Deviations are 
tested for significance by conducting independent t-tests. The findings are presented in Display 38. 
Display 38 One sample t-test degrees of connection of stand-ins  
Stand-ins Degrees of connection Group means Deltas Significances 
Employees ready for change (V) 1 .82 .22 .20 
Employees not ready for change (N) 0.4 .82 -.42 .01 
Display 38 shows that ‘employees not ready for change’ deviate significantly negatively on degree of 
connection from the  group mean, while stand-in ‘employees ready for change’ does not.  
4.2.2. CENTRALITY 
Centrality of a stand-in is operationalized as the smallest distance sum from each stand-in in the systems 
constellation to all other stand-ins (Freeman, 1979). To analyze the distances between the stand-ins, snapshot 
photos are provided with a grid of square cells, drawn in the right perspective. By counting the square cells, 
the distances between the stand-ins are calculated. The square cells between the nearest feet of stand-ins are 
counted, to determine the relative distances between them. Cells with the biggest part of the nearest foot of a 
stand-in will not be counted, cells with the smaller part of the nearest foot will be counted. Display 39 presents 
the end of the intervention phase with a grid of square cells, drawn in the right perspective.  
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Display 39 End of the intervention phase of the systems constellation with grid  
 
The square cells between the nearest feet of stand-ins are counted, to determine the relative distances 
between them. Cells with the biggest part of the nearest foot of a stand-in are not counted. Cells with a 
smaller part of a foot are counted. The relative distances between the stand-ins are presented in Display 40.  
Display 40 Relative distances between stand-ins 
Stand-ins I V N O S W B R G E Total Centrality 
Employees ready for change (V) 2 - 9 2 5 7 5 3 6 11 50 5.56 
Employees not ready for change (N) 11 9 - 6 7 9 11 8 5 0 66 7.33 
Display 40 presents ‘employees ready for change (V)’ as stand-in with the smallest average distance to the 
other stand-ins and therefore as stand-in with the highest influence in the systems constellation. It also 
presents ‘employees not ready for change (N)’ with a bigger average distance to the other stand-ins and 
therefore as stand-in with the lowest influence on the systems constellation. Centrality for the other stand-ins 
in the systems constellation is presented in Appendix A7, Display A174.  
Proposition 2 (centrality score is smaller for ‘employees ready for change’ than ‘employees not ready for 
change’) is supported, when a significant positive deviation from the group mean is distinguished for 
‘employees ready for change’ or a significant negative deviation from the group mean is distinguished for 
‘employees not ready for change’. To determine significant deviations, centrality score for stand-in 
‘employees ready for change (V)’ and stand-in ‘employees not ready for change (N)’ has been calculated and 
compared to the group mean. Deviations are tested for significance by conducting independent t-tests. The 
findings are presented in Display 41. 
Display 41 One sample t-test centrality  
Stand-ins Centrality Group means Deltas Significances 
Employees ready for change (V) 5.56 5.47 .09 .86 
Employees not ready for change (N) 7.33 5.47 -1.86 .01 
Display 41 shows that ‘employees not ready for change’ deviate significantly negatively on centrality from the 
group mean, while stand-in ‘employees ready for change’ does not.  
4.2.3. CLUSTERS  
Clusters are part of systems constellation having a high density. Compared with the rest of the network map, 
people who belong to a cluster have closer relations with each other (Şandru, 2010, p. 73). A network map is a 
visual image of a network (Freeman, 2000, p. 2). Therefore, Display 39 can be seen as a network map.  
To determine if there are clusters in the systems constellation, the relative distances between the stand-ins at 
the end of the intervention phase are used (Display A174). The relative distances between the stand-ins are 
inserted in SPSS. As it is plausible to suggest that stand-in ‘employees not ready for change (N)’ and 
‘recognition ritual (E)’ are separated from the other stand-ins in Display 39, K-Means cluster analysis is 
conducted for two clusters, with ‘cluster membership’ marked. Display 42 presents the findings of this 
procedure. 
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Display 42 Clusters in the systems constellation 
Cluster 1 Cluster 2 
Recognition ritual (E) 
Employees not ready for 
change (N) 
Internal customers Siza (I) 
Employees ready for change (V) 
Interim director (O) 
Interim Human Resource manager (S) 
Development program customer orientation (W) 
Meetings involving employees in developing the process of customer orientation (B) 
Reorganization (R) 
Departing employees (G). 
Display 42 shows that two clusters have developed of stand-ins having a closer relation with each other in the 
systems constellation. Stand-in ‘recognition ritual (E)’ and stand-in ‘employees not ready for change (N)’ form 
the first cluster. The other stand-ins in the systems constellation form the second cluster. Proposition 3 is 
supported if stand-in ‘employees ready for change’ are part of a cluster having a higher density. Column 2 
presents stand-in ‘employees not ready for change (N)’ with a cluster density of 8 out of 10 (80%) and stand-in 
‘employees ready for change (V)’  with a cluster density of 2 out of 10 (20%). 
4.2.4. SYSTEMS CONSTELLATION OVERVIEW  
Three propositions concerning involvement in the change process are formulated for stand-ins ‘employees 
ready for change’ and ‘employees not ready for change’.  
Display 43 Propositions systems constellations 
Nr.  Propositions Sub conclusions 
1.  Degree of connection is higher for ‘employees ready for change’ than for 
‘employees not ready for change’ at the end of the intervention phase 
Confirmed 
2.  Centrality score is smaller for ‘employees ready for change’ than ‘employees 
not ready for change’ at the end of the intervention phase 
Confirmed 
3.  ‘Employees ready for change’ are part of a cluster having a higher density 
than ‘employees not ready for change’ at the end of the intervention phase 
Confirmed 
Display 43 shows that the three propositions are confirmed, as the degree of connection scores significantly 
higher and centrality scores smaller for stand-in ‘employees ready for change’ than for stand-in ‘employees 
not ready for change’, and stand-in ‘employees ready for change’ is part of a cluster having a higher density 
than ‘employees not ready for change’ at the end of the intervention phase in the system constellation. Thus, 
the retained key claim of the OCQ on the positive relationship between involvement in the change process 
and readiness for change is supported by the systems constellation in this case study. 
4.3. LIWC ANALYSES 
To be able to answer the third sub question, LIWC is applied to the open answers added to the respondents 
answering ’yes’ on the OCQ question: ‘Are there any matters important to be mentioned which might not 
have been brought up in this questionnaire?’.
14
  The full description of the findings is presented in Appendix 
A8.  
Means on ‘readiness for change’ in the OCQ  have been computed for each individual respondent and the 
group of respondents. One sample t-tests have been conducted, to determine significant deviations from 
individual respondents means from the group mean. Respondents are distinguished in ‘employees most ready 
for change’ and ‘employees least ready for change’, to be able to analyze the use of different word categories, 
and thus different social cognitive processes. Significant deviations from the group mean are presented in 
Display 44. Deviations for all respondents are presented in Appendix A8. Significant positive deviations from 
the group mean are marked green, significant negative deviations from the group mean are marked red.    
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Display 44 Significant deviation from the group mean 
 
 
 
 
 
 
 
 
 
 
 
 
Display 44 shows that four respondents score higher on readiness for change than the group mean. These 
respondents are clustered in employees most ready for change. It also presents six respondents score lower on 
readiness for change than the group mean. These respondents are clustered in employees least ready for 
change. Open answers of ‘employees most ready for change’ and ‘employees least ready for change’ are 
separately prepared for analysis in LIWC, by transforming the Word- files into a .txt file. The Dutch dictionary 
of LIWC is employed as the respondent comments are in Dutch. These Dutch comments are presented in 
Appendix A8 and are translated in English via ‘google translate’. The English translations are presented in 
Display 45. 
Display 45 Open answers divided by group in English 
Employees most ready for change Employees least ready for change 
1. Executive is manager, not our 
team leader. Then there is a 
different picture.  
2. Space is too small to indicate 
this.  
3. Changes offer opportunities, not 
just threats.  
4. The entire process of change has 
lasted too long. Take faster 
action and courage to take 
decisions is a point within the 
organization. 
1. In section 8. I had given up on me but the groups were too big and so I could 
not participate. Because of  illness, I could not be there on the SO days. I am 
very worried about the future of Siza.  
2. The CEO and management and their vassals (temps) are too far away from the 
workplace.  
3. Good luck.  
4. It is unfortunate that when you’re committed to organizational change, there 
are no opportunities offered by the method of the present management  
5. I miss an ‘I do not know' option. Much because I do not know ... and that's 
saying something. And ‘I do not know’ means something different than 'not 
agree / nor disagree' in my opinion. In addition there is a lot to say about a lot 
of questions. Difficult to quantify in one answer. There are a lot of hooks, eyes, 
questions about this topic ...  
6. It is asked whether the manager is able to fulfil his or her duties. It is not known 
whether my manager is getting a job at all. Maybe he or she will be made 
redundant. That question seems premature. 
4.3.1. FINDINGS ON READINESS FOR CHANGE 
The LIWC analysis for readiness for change covers the extent in which negative emotion words and negations 
of ‘employees most ready for change’ and ‘employees least ready for change’ decrease. Display 46 presents 
the findings of the LIWC analysis.   
Display 46 Percentage word use for negative emotion words and negations 
Word categories Employees most 
ready for change 
Employees least 
ready for change 
Exact  
differences 
Relative 
differences 
Negative emotion words 1.85% 2.86% -1.01 -35% 
Negations  3.70% 5.14% -1.44 -28% 
Display 46 shows that ‘employees most ready for change’ use 35% less negative emotion words than 
‘employees least ready for change’. It also shows that ‘employees most ready for change’ use 28% less 
negations than ‘employees least ready for change’. These differences, compared to the differences by Arntz, 
et.al. (2012, pp. 195-197), are presented in Display 47. 
Respondents Readiness for change Group means Deltas Significances 
12 4.33 3.40 0.93 0.00 
29 3.96 3.40 0.55 0.00 
22 3.89 3.40 0.48 0.00 
52 3.89 3.40 0.48 0.03 
21 3.09 3.40 -0.32 0.04 
32 3.09 3.40 -0.32 0.04 
69 2.76 3.40 -0.65 0.00 
15 2.73 3.40 -0.67 0.00 
45 2.71 3.40 -0.69 0.00 
10 2.42 3.40 -0.98 0.00 
36 
 
 Display 47 Percentage word use for negative emotion words and negations by Arntz, et al., 2012  
Word categories Participants at  
end point 
Participants at  
start point 
Exact  
differences 
Relative 
differences 
Negative emotion words 2.65% 3.14% -.49 -16% 
Negations  1.69% 2.16% -.47 -22% 
Display 47 shows that participants in this study decreased 16% of negative emotion words during the change 
process. It also shows that participants decreased 22% of negations during the change process. 
4.3.2. FINDINGS ON INVOLVEMENT IN THE CHANGE PROCESS 
The LIWC analysis for involvement in the change process covers the extent in which 1
st
 person singular 
pronouns are used by ‘employees most ready for change’ and ‘employees least ready for change’, compared 
with 1
st
 person plural pronouns. Display 48 presents the findings of this LIWC analysis.   
Display 48 Percentage word use for 1 person plural pronouns and 1st person  singular pronouns 
Word categories Employees most 
ready for change 
Employees least 
ready for change 
Exact  
differences 
Relative 
differences 
1
st
 person singular pronouns 0.00% 7.43% -7.43      -100% 
1
st
 person plural pronouns 1.85% 0.00% 1.85 +100% 
Display 48 shows that ‘employees most ready for change’ use 100% less 1
st
 person singular pronouns than 
‘employees least ready for change’. It also shows that ‘employees most ready for change’ use 100% more 1
st
 
person plural pronouns than employees least ready for change. These differences, compared to the 
differences by North, et al. (2012, p. 150), are presented in Display 49. 
 Display 49 Percentage word use for 1st person plural pronouns and 1st person singular pronouns by North, et al., 2012  
Word categories Participants at  
end point 
Participants at  
start point 
Exact  
differences 
Relative  
differences 
1
st
 person singular pronouns 10.06% 11.18% -1.12 -10% 
1
st
 person plural pronouns .68% .36% .32 +89% 
Display 49 shows that the participants in this study decreased 10% of 1
st
 person singular pronouns during the 
change process. It also shows that participants increased 89% of 1
st
 person plural pronouns during the change 
process. 
4.3.3. LIWC ANALYSIS OVERVIEW 
The four propositions for the LIWC analyses on readiness for change and involvement in the change process 
are displayed in Display 50. 
Display 50 Propositions LIWC analysis 
Nr. Propositions Sub conclusions 
1.  ‘Employees most ready for change’ demonstrate a lower score on word 
category negative emotion words than ‘employees least ready for change’ 
and the relative distance is equal or higher compared to Arntz, et al.  
Confirmed 
2.  ‘Employees most ready for change’ demonstrate a lower score on word 
category negations than ‘employees least ready for change’ and the 
relative distance is equal or higher compared to Arntz, et al. 
Confirmed 
3.  ‘Employees most ready for change’ demonstrate a higher score on word 
category 1
st
 person plural pronouns than employees least ready for change 
and the relative distance is equal or higher compared to North, et al. 
Confirmed 
4.  ‘Employees most ready for change’ demonstrate a lower score on pronoun 
1
st
 person singular pronouns than ‘employees least ready for change’ and 
the relative distance is equal or higher compared to North, et al. 
Confirmed 
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As ‘employees more ready for change’ score 35% lower on negative emotion words than ‘employees less ready 
for change’, and the relative distance is higher compared to Arntz, et al. (16%), proposition 1 is confirmed. As 
‘employees more ready for change’ score 28% lower score on negations than ‘employees less ready for 
change’, and the relative distance is higher compared to Arntz, et al. (22%), proposition 2 is also confirmed. 
As ‘employees most ready for change’ score 100% higher on 1st person plural pronouns than ‘employees least 
ready for change’ and the relative distance is higher compared to North, et al. (89%), proposition 3 is also 
confirmed. As ‘employees most ready for change’ score 100% lower on 1st person singular pronouns than 
‘employees least ready for change’, and the relative distance is higher compared to North, et al. (10%), 
proposition 4 is also confirmed. Thus, the retained key claim of the OCQ is supported by the LIWC analyses in 
this case study. 
4.4. COMPARISON OF OCQ, SYSTEMS CONSTELLATION AND LIWC FINDINGS 
Display 51 presents an overview of retained, rejected, and not investigated OCQ claims. 
Display 51 Overview OCQ claims 
OCQ claims 
OCQ findings 
Systems 
constellation 
LIWC-
findings 
1. The scales effectively discriminate for job position  Retained 
Not 
investigated 
Not 
investigated 
2. Readiness for change is a multifaceted concept Retained 
Not 
investigated 
Not 
investigated 
3. Positive relationship between trust in leadership and cognitive 
readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
4. Positive relationship between participatory management and 
emotional and intentional readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
5. Negative relationship between politicking and cognitive 
readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
6. Positive relationship between involvement in the change 
process and emotional and intentional readiness for change  
Retained Retained Retained 
7. Positive relationship between ability of management to lead 
change and cognitive and emotional readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
8. Positive relationship between attitude of top management 
toward change and emotional and intentional readiness for 
change  
Rejected 
Not 
investigated 
Not 
investigated 
Display 51 shows that the claim of a positive relationship between involvement in the change process and 
emotional and intentional readiness for change is retained by the OCQ findings, the systems constellation, 
and the LIWC analyses in this critical single-case study. The two other OCQ claims of the scales effectively 
discriminating for job position and readiness for change being a multifaceted concept are retained by the OCQ 
findings. These two claims were not investigated in this case study by a systems constellation or LIWC 
analysis.  
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5. EVALUATION 
This evaluation chapter follows Yin (2014, p. 45) and presents the conclusions (5.1), followed by a discussion on 
reliability (5.2), construct validity (5.3), theoretical validity (5.4), external validity (5.5), and relevance (5.6). This 
chapter ends with theoretical recommendations (5.7) and practical recommendations (5.8).  
5.1. CONCLUSIONS 
This section answers the main question and the three sub questions of this thesis. The main question of this 
thesis is: ‘Which claims on readiness for change by Bouckenooghe, et al. (2009) can be retained in a critical 
single-case study from a multidimensional perspective?’. This main question includes three sub questions: 
1. Which OCQ claims on readiness for change are retained by the findings in this case study and which 
retained claim is the key claim? 
2. Is the retained key claim of the OCQ supported by a systems constellation in this case study? 
3. Is the retained key claim of the OCQ supported by a LIWC analysis in this case study? 
First, the three sub questions are answered, to be able to answer the main question. 
5.1.1. SUB QUESTION 1 
To answer the first sub question, regression analyses have been applied to 87 completed OCQs, out of the 141 
disseminated ones to employees of Siza’s Service Organizations. The OCQ findings in this case study and the 
OCQ claims by Bouckenooghe, et al. are summarized in three regression formulas, presented in Display 52.  
Display 52 Regression formulas OCQ findings and OCQ claims 
Readiness 
for change 
OCQ findings of this investigation   OCQ claims  
(Bouckenooghe, et al. , 2009) 
Cognitive  
+2.02  
+.43*involvement in the change process; 
explaining 41%  of the variance 
+.19*trust in leadership 
+.24*ability of management to lead change 
- .18*politicking; 
explaining 44% of the variance 
Emotional 
+ 1.49 
+.60*involvement in the change process 
+.44*managerial job position;  
explaining 52%  of the variance 
+.08*participatory management  
+29*involvement in the change process  
+.18*ability of management to lead change  
+.10*attitude of top management toward change; 
explaining 34% of the variance 
Intentional 
+ 3.83 
+.37*involvement in the change process  
-.25*ability of management to lead change; 
explaining 16% of the variance 
+.12*participatory management 
+.09*involvement in the change process 
+.25 attitude of top management toward change; 
explaining 18% of the variance. 
This regression analyses of the OCQ variables demonstrates that the OCQ claims by Bouckenooghe are partly 
retained by the OCQ findings in this critical single-case study. When the OCQ findings are presented in a 
graphical representation, like Figure 2 based on Bouckenooghe, the model of Figure 4 appears.  
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Figure 4 Readiness for change model of this critical case study 
Comparison of the graphical representation Figure 2 based on Bouckenooghe and the graphical 
representation of Figure 4 points out that only a few claims by Bouckenooghe, et al. are retained. 
The claim that the scales effectively discriminate for job position is retained, as known-group analysis shows 
that managerial respondents score  significantly higher than nonmanagerial respondents on ‘involvement in 
the change process’, ‘attitude of top management toward change’, ‘emotional readiness for change’, and 
‘intentional readiness for change’. The claim that readiness for change is a multifaceted concept is retained, as 
different enablers are presented in the regression analysis and the factor structure is confirmed by a 
confirmatory and exploratory factor analysis.  The claim of a positive relationship between ‘involvement in the 
change process’ and emotional and intentional readiness for change is retained, as positive relationships are 
disclosed in the regression analysis, presented in Figure 4. Display 53 shows an overview of retained and 
rejected OCQ claims. 
Display 53 OCQ claims 
OCQ claims Sub conclusions 
1. The scales effectively discriminate for job position  Retained 
2. Readiness for change is a multifaceted concept Retained 
3. Positive relationship between ‘trust in leadership’ and ‘cognitive readiness for change’  Rejected 
4. Positive relationship between ‘participatory management’ and ‘emotional readiness 
for change’ and ‘intentional readiness for change’  
Rejected 
5. Negative relationship between ‘politicking’ and ‘cognitive readiness for change’  Rejected 
6. Positive relationship between ‘involvement in the change process’ and ‘emotional 
readiness for change’ and ‘intentional readiness for change’  
Retained 
7. Positive relationship between ‘ability of management to lead change’ and ‘cognitive 
readiness for change’ and ‘emotional readiness for change’  
Rejected 
8. Positive relationship between ‘attitude of top management toward change’ and 
‘emotional readiness for change’ and ‘intentional readiness for change’  
Rejected 
The first sub question: ‘Which OCQ claims on readiness for change are retained by the findings in this case 
study and which retained claim is the key claim?’ is answered now. As ‘involvement in the change process’ is 
the most influencing independent variable on the dependent readiness for change variables, the OCQ claim of 
a positive relationship between involvement in the change process and emotional and intentional readiness 
for change is the key claim of the OCQ.  
5.1.2. SUB QUESTION 2 
To answer the second sub question: ‘Is the retained key claim of the OCQ supported by a systems 
constellation in this case study’, a systems constellation is conducted by the case organization’s Human 
Resource manager.  
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A social network analysis employing operational concepts relating to structure, on video recordings of the 
intervention phase of the systems constellation, exposes significant differences in degrees of connection, 
centrality, and clusters for ‘employees ready for change’ and ‘employees not ready for change’. Three 
propositions concerning involvement in the change process were formulated for stand-ins ‘employees ready 
for change’ and ‘employees not ready for change’, where involvement in the change process is measured by 
degree of connection, centrality and clusters. The three propositions are presented in Display 54.  
Display 54 Propositions systems constellations 
Nr.  Propositions Sub conclusions 
1.  Degree of connection is higher for ‘employees ready for change’ than for 
‘employees not ready for change’ at the end of the intervention phase 
Confirmed 
2.  Centrality score is smaller for ‘employees ready for change’ than ‘employees 
not ready for change’ at the end of the intervention phase 
Confirmed 
3.  ‘Employees ready for change’ are part of a cluster having a higher density 
than ‘employees not ready for change’ at the end of the intervention phase 
Confirmed 
Proposition 1 is confirmed, as degree of connection is significant higher for ‘employees ready for change’ than 
for ‘employees not ready for change’ at the end of the intervention phase (1 versus 0.4, respectively). 
Proposition 2 is confirmed, as centrality score is significant smaller for ‘employees ready for change’ than for 
‘employees not ready for change’ at the end of the intervention phase (5.56 versus 7.33, respectively). 
Proposition 3 is confirmed, as ‘employees ready for change’ are part of a cluster having a higher density than 
‘employees not ready for change’ at the end of  the intervention phase (80% versus 20%, respectively).  
The sub question ‘Is the retained key claim of the OCQ supported by a systems constellation in this case 
study?’ can be answered for the positive relationship between involvement in the change process and 
readiness for change, as all three propositions in Display 54 are confirmed.  
5.1.3. SUB QUESTION 3 
To answer the third sub question: ‘Is the retained key claim of the OCQ supported by a LIWC analysis in this 
case study?’, two LIWC analyses were conducted on the opens answers of an added OCQ question, 
differentiated between ‘employees most ready for change’ and ‘employees least ready for change’.  
The first LIWC analysis on readiness for change demonstrates that ‘employees most ready for change’ use 35% 
less negative emotion words and 28% less negations than ‘employees least ready for change’. As Arntz, et al. 
demonstrate that a decrease of 16% in the use of negative emotion words and a decrease of 22% in the use of 
negations during the change process discloses successful change, the higher relative distances in this critical 
case study point out that the OCQ findings on readiness for change for ‘employees most ready for change’ and 
‘employees least ready for change’ are supported by this LIWC analysis in this case study. 
A second LIWC analysis on involvement in the change process demonstrates that ‘employees most ready for 
change’ use 100% less 1
st
 person singular pronouns and 100% more 1
st
 person plural pronouns than ‘employees 
least ready for change’. As North, et al. claim that a decrease of 10% in 1
st
 person singular pronouns and an 
increase of 89% in  1
st
 person plural pronouns during the change process discloses successful change, the 
higher relative distances point out that the OCQ findings on involvement in the change process for ‘employees 
most ready for change’ and ‘employees least ready for change’ are supported by this LIWC analysis in this case 
study.  
The four propositions for the LIWC analyses on readiness for change and involvement in the change process 
are presented in Display 55. 
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Display 55 Propositions LIWC analysis 
Nr. Propositions Sub conclusions 
1.  ‘Employees most ready for change’ demonstrate a lower score on word 
category negative emotion words than ‘employees least ready for change’ 
and the relative distance is equal or higher compared to Arntz, et al.  
Confirmed 
2.  ‘Employees most ready for change’ demonstrate a lower score on word 
category negations than ‘employees least ready for change’ and the 
relative distance is equal or higher compared to Arntz, et al. 
Confirmed 
3.  ‘Employees most ready for change’ demonstrate a higher score on word 
category 1
st
 person plural pronouns than employees least ready for change 
and the relative distance is equal or higher compared to North, et al. 
Confirmed 
4.  ‘Employees most ready for change’ demonstrate a lower score on pronoun 
1
st
 person singular pronouns than ‘employees least ready for change’ and 
the relative distance is equal or higher compared to North, et al. 
Confirmed 
The sub question ‘Is the retained key claim of the OCQ supported by a LIWC analysis in this case study?’ can be 
answered for the positive relationship between involvement in the change process and readiness for change, 
as all four propositions in Display 55 are confirmed.  
5.1.4. MAIN QUESTION 
To be able to answer the main question: ‘Which claims on readiness for change by Bouckenooghe, et al. (2009) 
can be retained in a critical single-case study from a multidimensional perspective?’, the OCQ claims by 
Bouckenooghe, et al. are reviewed for the OCQ findings, the systems constellation, and the LIWC analysis in 
this critical single-case study. These findings are presented in Display 56. 
Display 56 Retained, rejected, and not investigated OCQ claims in this case study 
OCQ claims 
OCQ 
Systems 
constellation 
LIWC 
1. The scales effectively discriminate for job position  Retained 
Not 
investigated 
Not 
investigated 
2. Readiness for change is a multifaceted concept Retained 
Not 
investigated 
Not 
investigated 
3. Positive relationship between trust in leadership and cognitive 
readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
4. Positive relationship between participatory management and 
emotional and intentional readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
5. Negative relationship between politicking and cognitive 
readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
6. Positive relationship between involvement in the change 
process and emotional and intentional readiness for change  
Retained Retained Retained 
7. Positive relationship between ability of management to lead 
change and cognitive and emotional readiness for change  
Rejected 
Not 
investigated 
Not 
investigated 
8. Positive relationship between attitude of top management 
toward change and emotional and intentional readiness for 
change  
Rejected 
Not 
investigated 
Not 
investigated 
Display 56 shows that the key claim of a positive relationship between involvement in the change process and 
emotional and intentional readiness for change is retained by the OCQ findings, the systems constellation, 
and the LIWC analyses in this critical single-case study. The other two retained OCQ claims are not further 
investigated by a systems constellation and/or LIWC analyses. 
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5.2. DISCUSSION ON RELIABILITY 
Reliability is the consistency and repeatability of the data collection procedures used in a case study (Yin, 2014, 
p. 240). The data collection procedures deal with the data collection and the data analysis (Jurg, 2010, p. 109). 
This section describes the reliability strengths and issues of the Organizational Change Questionnaire (OCQ).  
The data collection procedure covers dissemination of online and printed OCQs. The response rate of the 
online OCQ via Thesistools was higher than the printed OCQ (68% versus 39%, respectively) and provided 
better control for full complement (100% versus 67%, respectively). Thesistools also generates Excel-format 
output, where the answers on the printed questionnaires were manually added to the Thesistools data-file. As 
the printed OCQs could not be orderly presented in an Appendix, this step is less repeatable. The original 
Excel-format output, with the manually added response of the printed OCQs, is presented in Supplement 1 on 
the SD-card. A single online data collection procedure would have provided better repeatability, but would 
have neglected 31 employees without an organizational email account. As all calculations are fully written out 
in the Appendices, all measurements can be repeated with the original data.  
The OCQ concepts are measured as prescribed by Bouckenooghe, et al. (2009, pp. 572-575). The reliability 
analyses of the concepts’ Cronbach’s Alphas demonstrate that all variables fulfil the >.70 level of internal 
consistency used by Bouckenooghe (2008, p. 292). Therefore, the variables are composed with an acceptable 
internal consistency. An overview over Cronbach’s Alphas for each variable compared to Bouckenooghe, et al. 
is presented in Appendix A6. All variables, except ‘cohesion’, show a higher internal consistency than the 
research by Bouckenooghe, et al. In contrast to Bouckenooghe, et al., it can be discussed whether the applied  
0.7-level of consistency in this investigation should be incremented to 0.8, as this is seen as the scientific 
standard (Hacken, 2005, p. 13). Bouckenooghe advised to add 2 extra items (Appendix A3, item 37 and 38) to 
the questionnaire for the measurement of ‘cognitive readiness for change’. As displayed in Appendix A6, 
Display A102, the two added questions have no positive effect on the Cronbach’s Alpha of ‘cognitive readiness 
for change’, however. The exploratory factor analysis on ‘readiness for change’ also disclosed that these two 
extra items load higher on ‘emotional readiness for change’ than on ‘cognitive readiness for change Therefore, 
these items could be deleted to shorten the questionnaire.  
The OCQ might be improved by a further shortening of the questionnaire, without negative impact on the 
reliability. As presented in Appendix A6, items 6 and 24 can be removed without effecting Cronbach’s Alphas 
on the variables. Items 9, 20, and 42 can be removed from the questionnaire with positive effects on the 
internal consistency. Shortening the questionnaire with these five questions may result in higher response, but 
should be further investigated as it might influence the construct validity.  
Eight OCQ items are reverse-scored and have to be recoded. It is doubted that reverse-scored items measure 
a concept in an adequate way, as the reverse is not always the same as the opposite (Rodebauch, et al., 2007, 
p. 192). The concepts ‘general support by supervisors’ and ‘ability of management to lead change’ show a high 
correlation in this investigation. This indicates that SSO employees did not distinguish between this general 
context and change specific concept. Further research on the characteristics of these concepts is 
recommended. ‘Ability of management to lead change’ was retained and ‘general support by supervisors’ was 
removed. If ‘general support by supervisors’ was retained, the same findings on ‘involvement in the change 
process’ would have been disclosed. A negative effect of ‘participatory management’ on ‘intentional readiness 
for change’ (-.24) would also have been disclosed. This suggests that SSO employees might also not 
distinguish between ‘participatory management’ and ‘ability of management to lead change’.  
Because the Dutch version of the OCQ is developed in Belgium, some Flemish words were considered unusual 
in the Dutch SSO situation. Therefore, some of the words have been replaced by synonyms, to make sure the 
questions were open to unambiguous interpretation.  
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Translation also contains a risk of misinterpretation, however. To minimalize this risk and provide insight into 
the possibility of this risk, an overview of replaced words and argumentation for replacement is presented in 
Appendix A6, Display A84. 
A restriction must be made, as Bouckenooghe, et al. (2009, p. 582) conducted a convergent and discriminant 
validity test. This test cannot be conducted with a student’s version of SPSS; the additional package SPSS-
AMOS has to be used. As this package is not available for students from the Open University in the 
Netherlands and is quite expensive, this test is not conducted. Bouckenooghe, et al. (2009, p. 585) also 
employed a shared variance validity test, to test if the variables are individual perceptions or are being 
sufficiently shared. This test has also not been conducted.  
Furthermore, the response in this investigation is much lower than in Bouckenooghe, et al. (2009, p. 578) (87 
versus 466, respectively). The sample size in this investigation shows a reliability level of 86%, whereas 90% - 
95% is generally recommended.
15
 The response in this investigation is higher from nonmanagerial than from 
managerial respondents (89% versus 11%), unlike Bouckenooghe, et al. (51% versus 49%, respectively). This is 
due to disseminating the OCQ in a single-case in this investigation, whereas Bouckenooghe, et al. 
disseminated the OCQ to more than 80 organizations. Therefore, the positive effect of job position on 
‘emotional readiness for change’ in this investigation is arguable, as it is based on a small group (10) of 
managerial respondents. The response covered more female than male respondents (63%  versus 37%, 
respectively), unlike Bouckenooghe, et al. (2009, p. 578) (37% versus 63%, respectively). This might affect the 
OCQ findings in this case study. The age respondents was relatively high as none were younger than 25 years 
and 72% were older than 44 years, unlike Bouckenooghe, et al. (5% <25 versus 30%>44, respectively). This also 
might have affected the OCQ findings in this case study. 
Finally, the OCQ claims by Bouckenooghe, et al. (2009) are based on all respondents, while their response is 
smaller from the nonprofit sector than from the profit sector (38% versus 62%, respectively). As they claim 
that the OCQ effectively discriminates on sector, differences in findings might be due to the fact that this 
investigation is conducted only in the nonprofit sector.  
5.3. DISCUSSION ON CONSTRUCT VALIDITY 
Construct validity identifies whether the correct operational measures for the concepts are being studied (Yin, 
2014, p. 46). The operational measures are discussed for the Organizational Change Questionnaire (5.3.1), 
systems constellation (5.3.2) and LIWC (5.3.3). 
5.3.1. ORGANIZATIONAL CHANGE QUESTIONNAIRE 
The question ‘How many years do you work for Siza’ was added to investigate if there’s a relationship between 
years of employment and readiness for change. Display A136 in section A6.5.2 of Appendix A6 presents four 
positive deviations from the group mean for 0-5 years of employment and four negative deviations from the 
group mean for 6-10 years of employment. Longer year of employment does not deviate from the group 
mean, but it must be noted that the groups 11-20 years of employment  and >20 years of employment contain 
62% of all respondents, resulting in findings closer toward the total mean. Significant relationships between 
years of employment and readiness for change have not been investigated, but with regard to the findings, 
years of employment it should be taken into consideration in future research. 
Three questions, focusing on participating in three specific large group meetings, were added to investigate if 
Large Group Interventions as specific examples of involvement in the change process, contribute to the level 
of readiness for change. 
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Large Group Interventions (LGI) provide a shifting awareness to participating employees, which affects their 
readiness for change in a positive way (Van Nistelrooij & De Wilde, 2008), which implies different findings in 
readiness for change between ‘employees participating LGI ‘ and ‘employees not participating LGI’.  
Display A137 in section A6.5.3 of Appendix A6 presents significant differences for ‘involvement in the change 
process’, ‘attitude of top management toward change’, ‘participatory management,  and the three dependent 
variables cognitive, emotional, and intentional readiness for change for ‘employees participating in LGI’. These 
findings are in line with Holt, et al. (2007, p. 247), who claimed that participants in the planning of a change 
process score higher on readiness for change than nonparticipants. Large Group Interventions therefore are 
considered to contribute positively to the readiness for change of employees before and during planned 
change processes, and should be taken into consideration in future research when Large Group Interventions 
are applied. 
5.3.2. SYSTEMS CONSTELLATION 
The concepts of readiness for change are measured conducting the operational concepts relating to structure, 
applied in social network analysis of the systems constellation (Şandru, 2010, p. 71). Application of the 
operational concepts network size, network density, degree of connection, centrality, and clusters is a logical, 
but new method of analyzing systems constellations. There is room for improvement for the controllability of 
the visual fields, however. The camera perspective makes it difficult to control the visual field of 140 degrees 
and exact differences. A photo-editor with specific technical edit software had to be hired to draw in the right 
perspectives. A camera viewpoint from above would have prevented this measurement issue. Furthermore, 
readiness for change is shown by presenting differences between stand-in extremes (‘employees ready for 
change’ and ‘employees not ready for change’), whereas in reality it occurs in a sliding scale. It is also arguable 
whether readiness for change of employees can be determined by their managers. The relationships in the 
systems constellation were recognized by the two SSO’s problem owners, however.  
Finally, the social network analysis has only been applied to the intervention phase of the systems 
constellation of SSO’s Human Resource manager. However, social network analysis on the projection phase of 
the systems constellation of SSO’s Human Resource manager fully supports the findings on the intervention 
phase, as is presented in Appendix A7. A second systems constellation by the SSO Director, presented in 
Supplement 3 on the SD-card, is also estimated to have similar findings.  
5.3.3. LIWC 
Literature review did not reveal previous LIWC research on readiness for change or involvement in the change 
process, as LIWC analyses conducted in the organizational field are scarce. Therefore, future research should 
focus on expanding LIWC analysis in the organizational field, to develop comparison possibilities in the 
organizational field. LIWC analysis is seen as a qualitative methodology in this investigation, as it is used as  
non-traditional methodology in this single-case study to support the quantitative traditional method of the 
OCQ. However, LIWC is also considered a quantitative method as it creates comparable quantitative data.  
A restriction must be made for conducting LIWC analysis on answers in a questionnaire, as research 
conducting LIWC analysis is often based on written texts with more than 35 words (Arntz, et al., 2012, p. 194). 
As the open answer field on the OCQ was quite small, short answers were given by the respondents. This 
problem was solved by combining texts of respondents positively and negatively deviating from the group 
mean, causing only one unit of analysis, however. This one unit analysis made it impossible to test on 
significance. Another restriction is that the open question might not only reflect on the topic, but also on the 
questionnaire itself, making it arguable that the word use in these answers reflect readiness for change. 
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Furthermore, the LIWC analysis on readiness for change has been conducted on negative emotion words and 
negations, as Arntz, et al. (2012, p. 191) claimed that these word categories are the strongest predictors of 
outcome in change processes. They disclosed four more word categories that decreased (1st person singular 
pronouns, causation, past tense verbs, and future tense verbs), and two more word categories that increased 
(present tense verbs and positive emotions), however. When these six extra word categories would have been 
applied to the answers of SSO employees, a similar decrease of 1st person singular pronouns, causations, past 
tense verbs, and future tense verbs would be found, as well as a similar increase of positive emotions (see 
Appendix A8, section 8.5). An increase of present tense verbs could not be distinguished, however, as word 
use in this category decreased with 20%. Thus, further research should be conducted whether less person 
singular pronouns, causation, past tense verbs, and future tense verbs and more present tense verbs and 
positive emotions reveal readiness for change. 
Finally, no LIWC operationalizations were found in the literature to measure job position or ability of 
management to lead change. Therefore, the OCQ claims concerning these variables could not be retained by 
the LIWC analysis in this investigation. Finally, the concept of readiness for change is measured by merging 
the respondents answers on cognitive, emotional and intentional readiness for change into a unilateral 
concept, while this investigation supports Bouckenooghe, et al. that it is a multifaceted concept.  
5.4. DISCUSSION ON THEORETICAL VALIDITY 
Theoretical validity focuses on comparison of the findings with the claims in scientific literature (Gelderman & 
Van Zanten, 2013, p. 7). As presented in Display 56 in the conclusion chapter, the findings in this critical single-
case study retain only three of the eight claims by Bouckenooghe, et al. (2009) investigated in this case study. 
The scales effectively discriminate for job position, readiness for change is a multifaceted concept, and there is 
a positive relationship between involvement in the change process and emotional and intentional readiness 
for change. 
The OCQ findings in this case study support the claim by Bouckenooghe, et al. (2009, p. 561) that the OCQ 
scales effectively discriminate for job position. The literature review reveals that Bouckenooghe, et al. are the 
only authors testing for the effect of job position. The findings in this case study also support the claim that 
readiness for change is a multifaceted concept, while the literature review in chapter 2 reveals that 
Bouckenooghe, et al. are the only key authors considering readiness for change a multifaceted concept. In 
addition, the OCQ findings in this investigation support the claim of a positive relationship between 
involvement in the change process and readiness for change in planned change processes. This claim is 
supported by Holt, et al. (2007, p. 247) and is retained in this case study by the confirmed propositions of the 
systems constellation and the LIWC analyses. However, the conceptualizations of readiness for change are 
completely different between Bouckenooghe, et al. and Holt as revealed in subsection 2.2. As the DINAMO 
does not acknowledge a significant relationship between ‘contentment with the process rate’ and ‘willingness 
to change’, employing the DINAMO could not have indicated the added value of involvement in the change 
process. The literature review in this investigation points out that comparison of questionnaires that measure 
readiness for change is limited, as a result of different concepts and different conceptualizations.   
5.5. DISCUSSION ON EXTERNAL VALIDITY  
External validity defines the extent in which the findings can be generalized (Yin, 2014, p. 46). Bouckenooghe,  
et al. (2009, pp. 586-587) confirm the relationships for organizations that recently announced large scale 
change in the profit and non-profit sector. As a result of the large group of respondents from different 
organizations in these sectors shown in the methodological literature review, the OCQ claims can be 
generalized. Therefore,  it seems valid to generalize the OCQ findings that the scales discriminate for job 
position and that readiness for change is a multifaceted concept.  
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The finding of a positive relationship between ‘involvement in the change process’  and emotional and 
intentional readiness for change seems even more generalizable, as this claim is not only retained by the OCQ 
findings, but also supported by the findings of the systems constellation and the LIWC-findings in this critical 
single-case study.  
5.6. DISCUSSION ON RELEVANCE 
Relevance is the extent to which the investigation adds knowledge to the existing knowledge in the research 
area (Gelderman & Van Zanten, 2013, p. 1).  
This investigation fosters Bouckenooghe’s calls for more research on readiness for change with non-traditional 
qualitative methodologies and triangulation of design. Therefore, this investigation contributes to the 
relevance of design, as the findings are systematically compared between the quantitative and qualitative 
methods. This case study also contributes to the research area ‘readiness for change’. The positive relationship 
between involvement in the change process and readiness for change is retained from a multidimensional 
perspective in this investigation. Thus, this claim does not seem to contain a bias threat. Involvement in the 
change process positively effects employees’ readiness for change in this case study, in spite of proposed 
cautiousness for involvement in planned change projects, as the added value is suggested to be unclear and 
unproven (Wagenaar, 2007) and it can be perceived as manipulation (Balogun & Hope Hailey, 2008, p. 38).  
The OCQ finding in this investigation of a negative relationship between ‘ability of management to lead 
change’ and ‘intentional readiness for change’ is interesting, as Bouckenooghe, et al. claim a positive 
relationship with cognitive and emotional readiness for change. The OCQ findings indicate that the 
‘intentional readiness for change’ decreases, when the perceived  ‘ability of management to lead change’ 
increases. This might suggest that a high ability to lead change makes employees less willingly to put effort in 
the change project. As this finding is opposite to general literature on readiness for change, further 
investigation is needed. The OCQ findings that readiness for change is a multifaceted concept and the OCQ 
effectively discriminates for job position is also pertinent, as this seems to be the first time that these OCQ 
claims are retained in a critical single-case study.  
Finally, retaining the OCQ finding of  a positive relationship between involvement in the change process and 
readiness for change by conducting a systems constellation and LIWC analyses is relevant, as conducting a 
systems constellation or analysis on written texts could be applied to measure involvement in the change 
process and readiness for change. 
5.7. THEORETICAL RECOMMENDATIONS 
Theoretical recommendations focus on a lesson learned, working hypothesis or other principle that is believed 
to be applicable to other situations (Yin, 2014, p. 68).  
The findings in this case study imply that involvement in the change process positively affects employees 
cognitive, emotional, and intentional readiness for change in planned change projects. In addition, readiness 
for change should be studied as a multifaceted rather than an unilateral concept, as the factor structure of 
readiness for change is retained in the factor analyses and different enablers are disclosed in the regression 
analyses. Thus, further research should be conducted on including these notions in the application of 
alternative questionnaires as the ROCM or the DINAMO. Further research is also needed on the assumption 
that the OCQ is a rigorous questionnaire that measures readiness for change in organizations, as only three 
out of the eight OCQ claims are retained in this case study and different regression formulas, and therefore 
different enablers of readiness for change, are disclosed. 
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It is also recommended for future researchers to participate in meeting Bouckenooghe’s calls to examine the 
concept of readiness for change with a multisource data collection method, using non-traditional qualitative 
methodologies and triangulation of design, as it counteracts bias problems in questionnaire studies. Further 
research on the application of social network analysis concepts on systems constellations and LIWC analysis 
on written texts seems useful to disclose involvement in the change process and readiness for change, as these 
unobtrusive measures prevent socially desirable behavior. The OCQ finding that readiness for change is a 
multifaceted concept and the OCQ effectively discriminates for job position is not investigated in the systems 
constellation and LIWC analysis in this case study. Further investigation for operationalizations of OCQ 
variables in alternative research methods is recommended, as other enablers of readiness for change appear 
to need a further bias exploration. 
The OCQ finding in this investigation of a decreasing intentional readiness for change, when the perceived  
ability of management to lead change increases, should also be further explored. This finding is opposite to 
general literature on readiness for change, but shows some similarity with literature on leadership 
empowerment. Leadership empowerment leads to reduction of resistance to change (Van der Linden, 2012, p. 
2). When assumed that leadership empowerment leads to a lower perceived ‘ability of management to lead 
change’, an increase of readiness for change is expected.  
Finally, the regression analyses might suggest that an OCQ questionnaire with only 21 items measuring 
‘involvement in the change process’, ‘ability of management to lead change’, and cognitive, emotional, and 
intentional readiness for change, would have been sufficient to retain the same OCQ claims of this 
investigation. Deleting concepts and items in a questionnaire might influence the construct validity of the 
measurement of readiness for change, however.  
5.8. PRACTICAL RECOMMENDATIONS 
Practical recommendations focus on issues being addressed to specific audiences what they should (not) do 
based on the research findings (Pasmore, 2013, p. 3).  
First, the findings in this critical single-case study imply that organizations preparing for planned change 
should involve employees in the change process, to create the right circumstances for successful change. As 
shown from a multidimensional perspective in this investigation, employee involvement in the change process 
is the key to successful change.  
Secondly, organizations preparing for change can conduct systems constellations in an early stage of change 
projects, to disclose the tacit knowledge of the supervisors of a change project. Both the SSO’s Director and 
Human Resource manager stated that the systems constellations revealed their tacit considerations about the 
change project.  
Thirdly, a LIWC analysis might be applied on written texts in organizations, to distinguish word use as a 
predictor for employees’ readiness for change. Application of LIWC analyses makes it difficult to show socially 
desirable behavior, as the allocation of words to the different psychological word categories is not easy to 
trace. Therefore, LIWC analysis can be seen as a new assessment tool in development for measuring readiness 
for change in an organizational context. This is interesting for organizations, as diagnosis of readiness for 
change can make a fundamental difference to the design of change and the likelihood of success (Balogun & 
Hope Hailey, 2008, p. 94).  
Finally, it is recommended for organizations planning change projects to measure readiness for change from a 
multidimensional perspective, as it will lead to multidimensional insights to enhance the success of change 
projects. The multidimensional insight obtained from this investigation is that involvement is the key to 
successful change.  
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 DEFINITIONS 
Display 57 Key concepts and definitions 
Key concepts Definitions 
Ability of management to lead change 
A change specific process characteristic of change climate, which is the 
openness of management to reactions of employees and their ability to lead 
them through the change process (Bouckenooghe, 2008, p. 357) 
Affective response 
Feelings towards the attitude object, including for instance, expressions of 
admiration, disgust, or disdain (Metselaar, 1997, p.45) 
Analyze and present stage 
Leads to explanations for the findings and offers insights into what is 
relevant for theorizing (Wolfswinkel, et al., 2011, p.52) 
Attitude of top management toward 
change 
A change specific process characteristic of change climate involving the 
perception of employees about the stance top management is taking with 
regard to change (Bouckenooghe, et al., 2009, p. 599) 
Centrality 
Conceptualized as the closeness of a stand-ins to the other stand-ins and 
operationalized as the smallest distance sum from each stand-in in the 
systems constellation to all other stand-ins (Freeman, 1979, p.220) 
Change efficacy 
The extent to which one feels that he or she has or does not have the skills 
and is or is not able to execute the tasks and activities that are associated 
with the implementation of the prospective change  (Holt, et al., 2007, p. 
238) 
Climate of change 
The interpretation of the general context and the specific process 
characteristics that accompany change (Bouckenooghe, 2008, p. 357) 
Clusters 
Conceptualized as part of a systems constellation having a high density and 
operationalized by cluster analysis on the relative distances between stand-
ins (Şandru, 2010, p. 73)  
Cognitive readiness for change 
The beliefs and thoughts people hold about the change (Bouckenooghe, et 
al., 2009, p. 599) 
Cohesion 
A general context characteristic of change climate that refers to the extent of 
cooperation and trust in the competence of team members (Bouckenooghe, 
2008, p. 358) 
Common-method-bias 
The threat that is attributable to the measurement method rather than to 
the constructs the measures represent (Podsakoff, et al., 2003, p. 879) 
Complexity of the change The perceived complexity of the change (Metselaar, 1997, p.48) 
Concept-centric 
Concepts determine the organizing framework of a review (Webster & 
Watson, 2002, p. 16) 
Conceptual review Compares the conceptualizations of key concepts in the key literature  
Concurrent validity 
Used to test for significant relationships between independent and 
dependent variables (Bouckenooghe, et al., 2009, p. 585) 
Construct validity 
Identifies the correct operational measures for the concepts being studied 
(Yin, 2014, p. 46) 
Contentment with the process rate 
Contentment with, and control over the rate at which the change process 
develops (Metselaar, 1997, p.48) 
Co-workers attitudes 
The perceived social pressure to perform or not to perform the behavior 
(Metselaar, 1997, p.32) 
Critical single-case 
A case where the theory has specified a clear set of circumstances within 
which its propositions are believed to be true (Yin, 2014, p. 51) 
Critical single-case study 
A case study for which the theory has specified a clear set of circumstances 
within which its propositions are believed to be true (Yin, 2014, p. 51) 
Data collection procedures Deals with the data collection and the data analysis (Jurg, 2010, p. 109). 
Debriefing phase 
The closing phase in the systems constellation where the facilitator explains 
the problem and the meaning of the elements to the stand-ins, to be able to 
reflect on their experiences(Jurg, 2010, p. 27) 
Delta (∆) Mathematical difference 
Define stage 
Stage in literature review that consists of four steps: define criteria for 
inclusion/exclusion, identify the research area, determine the appropriate 
sources, and decide on specific search terms (Wolfswinkel, et al., 2011, p.48)  
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Degree of connection 
Conceptualized as the total number of stand-ins each stand-in is in contact 
with; and operationalized as d = 2 Na / N, where d = the degree; N = the total 
number of stand-ins in the systems constellation; and Na = the number of 
actual connections. Na is multiplied by 2, because each relationship involves 
two stand-ins. (Şandru, 2010, p. 72) 
Emotional approach 
Includes bodily experiences, feelings and intentions as well as spontaneous 
verbal outbursts based on these emotions rather than logical verbalization 
and an encouragement to employ grounded arguments (Jurg, 2007, p. 9) 
Emotional readiness for change The affective reactions toward change (Bouckenooghe, et al., 2009, p. 599) 
Employees least ready for change 
Conceptualized as respondents with low cognitive, emotional, and 
intentional readiness for change, and operationalized as respondents 
significant negatively deviating on the group means of readiness for change 
Employees most ready for change 
Conceptualized as respondents with high cognitive, emotional, and 
intentional readiness for change, and operationalized as respondents 
significant positively deviating on the group means for readiness for change 
External control factors 
Terms of resources (e.g., financial or human resources, time, information) 
that enable the manager to successfully implement the change (Metselaar, 
1997, p.47) 
External validity The extent in which the findings can be generalized (Yin, 2014, p. 46) 
General support by supervisors 
A general context characteristic of change climate that describes the extent 
to which employees experience support and understanding from their 
immediate supervisor (Bouckenooghe, 2008, p. 360) 
Holistic perspective 
Focuses on the elements and relationships emerging from the whole rather 
than decomposing problems into the basic elements that form the core of 
the problem (Jurg, 2007, p. 9) 
Human Relations Movement 
Researchers of organizational development who assume that organizational 
effectiveness can be achieved by successfully managing the interpersonal 
relationships within organizations (Bouckenooghe, 2008, p. 212) 
ICM The major Implementation and Change Management  
Integrative review 
A specific review method that summarizes literature to provide a more 
comprehensive understanding of a particular phenomenon (Whittemore & 
Knafl, 2005, p. 546) 
Intentional readiness for change 
The extent to which employees are prepared to put their energy into the 
change process (Bouckenooghe, et al., 2009, p. 599) 
Internal validity 
Establishing a relationship, whereby certain conditions are believed to lead 
to other conditions, as distinguished from spurious relationships (Yin, 2014, 
p. 46) 
Intervention phase 
A phase in the systems constellation where the facilitator deepens the 
systems metaphor by conducting interventions to identify and improve the 
relationships between the stand-ins of the constellation in two ways (Jurg, 
2010, p. 26) 
Introduction phase 
The start phase in the systems constellation with a short and focused 
dialogue between the problem owner and the facilitator (Jurg, 2010, p. 24), 
Involvement in the change process 
A change specific process characteristic of change climate that describes the 
extent to which staff members are consulted, involved and informed about 
change related decisions that directly concern them (Bouckenooghe, 2008, 
p. 360) 
Journal Scientific publication 
Key concept Definitions 
Known-groups validity 
The notion that certain groups of respondents score differently on a scale 
than others (Bouckenooghe, et al., 2009, p. 582) 
Large Group Intervention 
Conference without audience that is prepared and developed by a cross 
section of participants, in which processes are managed to make sure 
everybody gets involved in an issue, participants learn from each other by 
dialogue and outcomes are unpredictable (Van Nistelrooij & De Wilde, 2008, 
p. 157) 
LGI 
Large Group Intervention (Van Nistelrooij & De Wilde, 2008, p. 157) 
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LIWC  
Linguistic Inquiry and Word Count is a computerized text analysis program 
that classifies texts in psychological categories on a word-by-word basis, in 
an objective and automated way (Zijlstra, et al., 2004, p. 271) 
LIWC analysis 
A quantitative method that uses different kinds of data and a different 
technique of analysis (Zijlstra, et al., 2004, p. 272), which is used to add a 
further non-traditional perspective to this multidimensional investigation  
Management Education at the Open University in the Netherlands 
Management support 
The extent to which one feels that the organization’s leadership and 
management are or are not committed to and support or do not support 
implementation of the prospective change (Holt, et al., 2007, p. 238) 
Methodological literature review 
A specific review method that concentrates on the research methods that 
are employed (Randolph, 2009, p. 2) 
Network density 
Conceptualized as the degree in which the stand-ins have a direct 
relationship with each other (Şandru, 2010, p. 72) and operationalized as the 
ratio between the actual and the theoretically possible connections: D = 100 
Na / [N(N-1)/2] where Na = the number of existing (actual) connections, N = 
the total number of stand-ins in the systems constellation and D = the 
network density  (Şandru, 2010, p. 72) 
Network map A visual image of a network (Freeman, 2000, p.2) 
Network size 
Conceptualized as all theoretical possible connections in the systems 
constellation and operationalized as [N(N-1)/2], where N = the total number 
of stand-ins in the systems constellation (Şandru, 2010, p. 72) 
OCQ Organizational Change Questionnaire  
OD-MP 
The theme Organizational Development from a Multidimensional 
Perspective 
Operational concepts relating to 
interaction 
Social network analysis concepts that focus on interaction frequency and 
duration, directional flow to determine the transactional symmetry, link 
diversity, and the relational content (Şandru, 2010, p. 70) 
Operational concepts relating to 
structure 
Social network analysis concepts that focus on network size, network 
density, degree of connection, centrality, and clusters (Şandru, 2010, p. 71) 
Organizational Change Questionnaire 
One of the rigorous assessment instruments, employed to measure five 
independent climate variables of change, three independent process 
variables of change, and three dependent variables of readiness for change 
(Bouckenooghe, et al., 2009, p. 559) 
Outcomes for the organization 
The degree to which middle managers expect positive outcomes for their 
organization as a result of an organizational change (Metselaar, 1997, p.45) 
P1  Percentage word use for ‘employees most ready for change’  
P2 Percentage word use for ‘employees least ready for change’ 
Participatory management 
A generic context characteristic of change climate, which is the extent to 
which front line staff are involved in and informed of important decisions 
(Bouckenooghe, 2008, p. 362) 
Personally beneficial 
The extent to which one feels that he or she will or will not benefit from the 
implementation of the prospective change (Holt, et al., 2007, p. 238) 
Politicking 
A general context characteristic of change climate that reflects the perceived 
level of political games within the organization (Bouckenooghe, 2008, p. 360) 
Practical recommendations 
Issues being addressed to specific audiences what they should (not) do based 
on the research findings (Pasmore, 2013, p. 3) 
Process of change 
A set of crucial predictors of people’s attitudes toward change that entail 
how change is dealt with, how change is implemented, that is linked to a 
specific change project (Bouckenooghe, 2008, p. 363) 
 
Projection phase  
A phase in the systems constellation with a where the problem owner is 
welcomed in a room with people unfamiliar him and his problem(Jurg, 2010, 
p. 25) 
Readiness for change 
1. A reflection of organizational members’ beliefs, attitudes, and intentions 
regarding the extent to which changes are needed and the 
organization’s capacity to successfully make those changes (p. 364) 
2. a positive psychological change concept in the organizational field 
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Relevance 
The extent to which the investigation adds knowledge to the existing 
knowledge in the research area (Gelderman & Van Zanten, 2013c, p. 1) 
Reliability 
The consistency and repeatability of the data collection procedures used in a 
case study (Yin, 2014, p. 240). 
Rigorous Reliable and valid 
Search stage 
The actual search in through the identified sources in reviewing literature  
(Wolfswinkel, et al., 2011, p.49) 
Select stage 
The sample of texts that is actually selected, by proceeding five steps: (1) 
filter out doubles; (2) refine sample based on title and abstract; (3) refine 
sample based on full text; (4) forward and backward citations; (5) did new 
articles come up in last iteration (Wolfswinkel, et al., 2011, p.50) 
Self-control factors 
People's beliefs in their ability to execute the courses of action required to 
attain certain levels of performance (Metselaar, 1997, p.47) 
Service Organization Siza’s staff department 
Service Organization Days Large Group Interventions 
Similar Based on the same concepts, conceptualizations and contexts 
Siza A large social health care organization in the Netherlands for disabled people 
Siza’s Service Organization A staff department of a social healthcare organization in the Netherlands 
SSO Siza’s Service Organization 
Stand-ins 
Stand-ins are people who neither know the client nor the problem, nor the 
element they represent  (Jurg, et al., 2008, p. 7) 
Sub questions 
Need to be answered to be able to answer the main question (Baarda & de 
Goede, 1994, p. 28)    
System 
A collection of elements and the relationships between them (Roevens, 
2008, p.31) 
Systems constellations 
1. Systems constellations apply stand-ins representing the key elements in 
a client’s problem, showing a client’s tacitly experienced relationships 
between these elements (Jurg, et al., 2008, p. 7) 
2. A non-traditional qualitative methodology (Jurg, 2010, p. 59), which is 
used to add a non-traditional perspective to this multidimensional 
investigation 
3. A way to make the hidden dynamics of a system visible (Herder-Wynne, 
2013, p. 1) 
Theoretical recommendations 
Lesson learned, working hypothesis or other principle that is believed to be 
applicable to other situations (Yin, 2014, p. 68) 
Theoretical review 
A specific review method that shows how competing theories explain an 
important phenomenon (Webster & Watson, 2002, p. 19) 
Theoretical validity 
Comparison of the findings with the claims in scientific literature (Gelderman 
& Van Zanten, 2013c, p. 7) 
Thesis objective 
Describes what wants to be achieved with a thesis (Baarda & de Goede, 
1994, p. 30) 
Thesis problem 
A thesis problem consists of an objective, a main question, and sub questions 
(Jurg, 2010, p. 7) 
Thesis question 
Expresses the need for information someone wants to act on (Baarda & de 
Goede, 1994, p. 29) 
Trust in leadership 
A general context characteristic of change climate that refers to the extent 
to which staff members perceive their supervisors and top management as 
trustworthy (Bouckenooghe, 2008, p. 365) 
Vision phase 
A phase in the systems constellation that reveals the final configurations 
with positive and/or negative feedback loops (Jurg, 2010, p. 27) 
Visual field 
A 140 degree sight angle for each stand-in in the systems constellation, as 
clinical science operationalizes a normal visual field as covering 140 degrees 
(Hardus, et al., p. 2067) 
Work-related outcomes 
The degree to which middle managers expect positive outcomes for their 
work (Metselaar, 1997, p.50) 
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APPENDIX A1 DISSERTATION SUBJECT MANAGEMENT SCIENCES  
 
This appendix is the Dutch assignment for independently performed, scientifically justified research, as 
referred to in the preface.  
 
Introductie  
De afstudeeropdracht:  
1. is het afsluitende onderdeel van de masteropleidingen van de faculteit Managementwetenschappen 
2. bestaat uit het zelfstandig uitvoeren van verantwoord wetenschappelijk onderzoek waarover in de 
vorm van een scriptie wordt gerapporteerd  
3. betreft een onderwerp dat past binnen één van de afstudeerkringen en dat door de kringleider binnen 
de afstudeerkring is goedgekeurd. 
 
Wat is afstudeeronderzoek?  
Afstudeeronderzoek is een oefening in het zelfstandig uitvoeren en rapporteren van wetenschappelijk 
onderzoek. Het is een oefening, dit wil zeggen dat er geleerd moet worden, maar ook dat er fouten mogen 
worden gemaakt. Het is onderzoek, het is geen stage of het schrijven van een beleidsvoorstel of een essay. 
Belangrijk is op dit moment om wat langer stil te staan bij het wetenschappelijke aan onderzoek. Wat maakt 
dat onderzoek wetenschappelijk is? Wat is daar voor nodig? Het belangrijkste punt dat wij willen maken is dat 
onderzoek: 
1. Wetenschappelijk relevant moet zijn én 
2. Wetenschappelijk verantwoord moet zijn. 
De eis van relevantie verwijst naar de inhoud en het doel van onderzoek. Wetenschappelijk (afstudeer) 
onderzoek onderscheidt zich van alle andere activiteiten, doordat het voortbouwt op bestaande 
wetenschappelijke kennis én daar kennis aan toevoegt. Ofwel, bouwen op en bouwen aan wetenschappelijk 
verantwoorde kennis. Onderzoek is pas relevant als het nieuwe kennis toevoegt aan de bestaande kennis. Op 
die manier groeit het 'huis van de wetenschap' dat per definitie nooit af is. Onderzoek beantwoordt vragen, 
maar roept tegelijkertijd weer nieuwe (onderzoek)vragen op. Om te kunnen beargumenteren waarom een 
onderzoek wetenschappelijk relevant is, is literatuurstudie nodig. Literatuurstudie is niet alleen nodig voor de 
probleemstelling, het kan ook behulpzaam zijn bij het zoeken naar een onderwerp.  
Later in het afstudeeronderzoek volgt een diepgaande literatuurstudie, gericht op het verhelderen dan wel 
beantwoorden van onderzoeksvragen. Daar gaan we hier niet verder op in. Belangrijk op dit moment is wel 
om te weten dat OUNL-studenten wetenschappelijke artikelen kunnen zoeken, inzien en downloaden via 
http://www.ou.nl/ub. Deze digitale bibliotheekvoorziening is bijzonder nuttig om (vanuit welke plaats dan ook) 
toegang tot wetenschappelijke artikelen te hebben. Tijdens de inschrijfduur van 14 maanden hebben 
scriptiestudenten vrij toegang tot deze digitale bronnen. Na deze 14 maanden kunnen studenten via 
onderstaand formulier (aansluitend) gratis 8 maanden extra inschrijfrechten krijgen. Daarna moeten 
studenten elke 8 maanden rechten bijkopen via een 'tentamenkans'.  
Terug naar het wetenschappelijk onderzoek. Een goede probleemstelling is gebaseerd op een 
(beargumenteerd) 'kennistekort' in de wetenschappelijke kennis rond een bepaald onderwerp/vakgebied. Nu 
staat dit vaak haaks op de ideeën van managementstudenten die in het dagelijks leven werken in organisaties. 
Zij willen graag praktijkgericht onderzoek doen waar 'hun baas' (en daarmee zij zelf ook) wat aan heeft. 
Binnen de masteropleiding dragen wij de visie uit dat dit toch te combineren is, maar op een andere manier 
dan veel mensen denken, namelijk: 
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1. De probleemstelling en het doel van het onderzoek baseren we op analyse van bestaande kennis, 
maar 
2. Het verzamelen van gegevens (veldwerk) kan vaak heel goed worden uitgevoerd met behulp van 
bronnen uit de eigen organisatie (cases, dossiers, maar ook respondenten, zoals klanten, inkopers, 
leveranciers, managers, etc.). 
Studenten van de Open Universiteit Nederland hebben juist hier een voorsprong op studenten van reguliere 
dag universiteiten, voor wie het veel moeilijker is om toegang tot bronnen en bedrijven te verkrijgen. Omdat 
studenten bij het veldwerk vaak makkelijk gebruik kunnen maken van bronnen die verbonden zijn aan de 
eigen organisatie, kan het onderzoek ook beter inzicht geven in de praktijkproblemen van die organisatie. Op 
die manier snijdt het mes aan twee kanten: én wetenschappelijk relevant én nuttig voor een werkgever.  
De eis van verantwoording verwijst naar methodologische aspecten. Teneinde het werk en de resultaten van 
onderzoek op waarde te kunnen beoordelen, is het noodzakelijk dat de onderzoekers zo veel mogelijk inzage 
geven in hun manier van werken. In onderzoeksverslagen wordt daarom nauwkeurig en consequent gewerkt 
met bronvermeldingen. Ook wordt zo expliciet mogelijk informatie gegeven over de gevolgde methode van 
onderzoek. Als iemand anders de resultaten van het onderzoek zou willen controleren of repliceren, dan moet 
het verslag daar voldoende informatie voor geven. Op die manier is het mogelijk om de resultaten van het 
eigen onderzoek met dat van ander onderzoek te vergelijken. Naast het expliciteren van keuzes is het ook 
belangrijk dat onderzoekers deze keuzes kunnen verantwoorden. Bijvoorbeeld, waarom is gekozen voor case 
studies? Hoe zijn de cases geselecteerd, op basis van welke criteria en waarom zijn deze criteria gehanteerd? 
Met welke respondenten zijn interviews afgenomen? En waarom? Maar ook, op welke manier zijn variabelen 
geoperationaliseerd en hoe is de vragenlijst tot stand gekomen?  
De onderzoekers moeten aannemelijk maken dat het onderzoek in voldoende mate voldoet aan eisen op het 
gebied van validiteit (daadwerkelijk meten wat beoogd wordt te meten). Dit betekent dat onderzoekers zich 
niet alleen moeten verantwoorden voor de opzet van hun onderzoek, maar ook voor het op correcte wijze 
toepassen van technieken voor het analyseren van (verzamelde) data. Het is natuurlijk erg belangrijk dat de 
onderzoekers zich goed kunnen verantwoorden voor de gerapporteerde resultaten en de getrokken 
conclusies. 
Uit het voorgaande vloeit ook voort dat wetenschappelijke scripties altijd openbaar moeten zijn. Wanneer 
vertrouwelijkheid in het geding is dan moet de student ervoor zorgen dat het onderzoek dusdanig 
geanonimiseerd is, dat het toch openbaar kan worden gemaakt. 
Wat zijn afstudeerkringen?  
Een afstudeerkring is een groep van studenten én docenten die samen (wetenschappelijk) onderzoek doen 
naar onderwerpen en probleemstellingen binnen eenzelfde thema. Op deze manier worden studenten 
opgenomen in een gemeenschap van onderzoekers (research community), waar zij een eigen bijdrage leveren. 
Door studenten te betrekken bij het onderzoek van docenten, wordt het mogelijk dat studenten 
‘acclimatiseren in een onderzoekomgeving’. Begeleiden en beoordelen van het werk van studenten vinden 
plaats door docent/onderzoekers van de afstudeerkring, waarbij het ook de bedoeling is dat studenten van 
elkaar leren en elkaar motiveren.  
Het werken in kringen biedt voordelen aan studenten: het werkt stimulerend en motiverend, studenten helpen 
en leren van elkaar, studenten kunnen gebruik maken van de expertkennis van docent-onderzoekers. Heel 
belangrijk ook, afstudeerkringen bieden studenten de mogelijkheid om op natuurlijke wijze te acclimatiseren 
in een onderzoekomgeving. De ervaringen zijn positief, zowel bij docenten als studenten. Door een goede 
samenwerking tussen docenten en studenten blijkt het vaak ook mogelijk om tot een wetenschappelijke 
publicatie te komen op basis van het afstudeeronderzoek. Wetenschappelijke publicaties worden in de 
academische wereld gezien als de kroon op het werk (publish or perish). Het schrijven van de scriptie in het 
Engels is in dat geval een voordeel, omdat Engels de taal van de wetenschap is. 
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De faculteit Managementwetenschappen biedt verschillende afstudeerkringen aan. Hierbij geldt dat 
studenten zelf mogen kiezen binnen welke afstudeerkring zij hun afstudeeronderzoek gaan uitvoeren. Zodra 
bepaald is bij welke kring een student gaat afstuderen krijgt hij/zij een begeleider/examinator toegewezen die 
zelf ook actief onderzoek doet in die kring. Tevens wordt een medebeoordelaar toegewezen. Door deelname 
aan de kringbijeenkomsten en door de begeleiding van ervaren onderzoeker kan men er goed de vaart 
inhouden. 
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APPENDIX A2 LITERATURE REVIEW READINESS FOR CHANGE 
This Appendix presents the full description of the literature review within the research area of readiness for 
change. The structure of this chapter is based on the literature review as presented by Wolfswinkel, et al. 
(2011). This structure is recommended for the thesis theme ‘Organizational Development from a 
Multidimensional Perspective’ (OD-MP), and first conducted by Schaap (2014, p. 8-14). This literature review 
consist of four stages: define stage (A2.1), search stage (A2.2), select stage (A2.3), and the analyze & present 
stage (A2.4).  
A2.1. DEFINE STAGE 
The define stage consists of four steps: (1) define criteria for inclusion/exclusion; (2) identify the research area; 
(3) determine the appropriate sources; (4) decide on the specific search terms (Wolfswinkel, et al., 2011, p. 48). 
A2.1.1. CRITERIA FOR INCLUSION/EXCLUSION 
Recommended criteria for inclusion are the kinds of publication outlets, impact factor of an outlet, and time 
frame of publications (Wolfswinkel, et al., 2011, p. 49). Scientific studies distinguishes itself from all other 
activities , because it builds on existing scientific knowledge.
16
 As this review is used for scientific research, 
only articles from scientific journals and dissertations are used as kinds of publication outlets. For the impact 
factor of articles, the Social Science Edition of Thomson Reuters master journal list 2013
17
 is selected. The time 
frame that is chosen is the last five years  since January 2014, following Mardikian (2008); this is the month the 
literature search started.   
A2.1.2. RESEARCH AREA 
In the research area of organizational change, different approaches are taken: positive approaches focusing on 
‘readiness for change’ and negative approaches focusing om ‘resistance to change’ (Bouckenooghe, 2008, p. 
19). The Human Relations Movement embraces a research perspective that emphasizes the strengths rather 
than malfunctioning of human functioning in organizational change processes (Bouckenooghe, 2008, p. 117).  
Researchers that follow the Human Relation Movement state that interpersonal interaction with peers and 
superiors is highly valued in times of change and that organizational effectiveness can be achieved by 
successfully managing the internal relationships in organizations (Bouckenooghe, et al., 2009, p. 561). 
Therefore, literature about instruments focusing on assessing ‘readiness for change’ at an individual level is 
selected.  
A2.1.3. APPROPRIATE SOURCES 
Human knowledge is expanding and professional specialization is increasing, making it less and less likely 
people will know all the useful information important to any study considered undertaking (DeGraff, et al., 
2013, p. 44). Google Scholar enhances the ability to find relevant data in professional literature, therefore 
Google Scholar has been applied. Badia (2010, p. 40) states that Google Scholar out-performs many 
subscription databases when keyword searching on the criteria ‘recall’ and ‘precision’, as Google Scholar was 
always in the top of databases regardless of the number of search results displayed, including the first ten 
relevant hits. Appearance in the first ten relevant hits in Google Scholar is chosen as a criterion of inclusion. 
 
6 
 
A2.1.4. SPECIFIC SEARCH TERMS 
This steps consists of the precise formulation of the search terms (Wolfswinkel, et al., 2011, p. 49). To find 
relevant scientific literature on readiness for change, the English search term ‘readiness for change’ has been 
used. To find relevant Dutch literature, the search terms ‘veranderbereidheid’ and ‘veranderingsbereidheid’ 
have been used, as these are both Dutch translations of ‘readiness for change’ according to Google 
Translate
18
. In line with Schaap (2014,p. 6), the criteria of the define stage are summarized in Display A58. 
Display A58 Criteria define stage based on Wolfswinkel et al. (2011, p. 49) 
Step Sub step Criteria 
Criteria for 
inclusion/exclusion 
Publications  Articles from scientific journals and dissertations 
Impact factor Social Science Edition of Thomson Reuters master journal list 2013 
Time frame January 2009  
Sorted on relevance In range of first ten hits 
Research area Organizational change Readiness for change 
Appropriate resources Internet Google Scholar 
Specific search terms Dutch search terms Veranderbereidheid, veranderingsbereidheid 
English search terms Readiness for change.  
 
A2.2. SEARCH STAGE 
The search stage is the actual search through the identified sources (Wolfswinkel, et al., 2011, p. 49). 
A2.2.1. VERANDERBEREIDHEID 
Google Scholar is searched on 29 January 2014 on the Dutch term for ‘readiness for change’:  
‘veranderbereidheid’, with the options ‘quotes’ and ‘patents’ unchecked. The outcome of 146 results is further 
refined by selecting results of the last five years by using custom range 2009-2014, reducing the results to 90. 
Sorted by relevance, the titles and Google Scholar summaries of the first ten results were studied to determine 
whether these papers are focused on the research area of readiness for change in the context of organizational 
change. Display A59 presents the first ten search results, sorted by relevance.  
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Display A59 First ten results (sorted on relevance,  search term ‘veranderbereidheid’) 
Nr.  Titles  Authors/years Organizational 
change 
Readiness for 
change 
1 Midden manager en verandering: onderzoek 
naar de invloed van de competenties 
analyseren, besluitvaardig zijn en 
communicatief vaardig zijn op de 
veranderbereidheid van de midden manager 
Gort, 2011 Yes Yes 
2 Het Nieuwe Werken, een belemmering of 
bevordering: De invloed van sociale steun, 
autonomie en veranderbereidheid op het 
welzijn van medewerkers 
Van Vegchel, 2012 Yes Yes 
3 The ingredients for choosing the right 
figurehead for increasing successful change in 
health care institutions 
Kruse, 2011 Yes Yes 
4 Verandermanagement Klein & Rorink, 2009 Yes Yes 
5 De bijrol voor professionals in evidence-based 
criminaliteitspreventie. 
Rovers, 2012 No - 
6 Lexicale variatie in reclameteksten, Effecten 
van intensiveringen op lezers van een 
reclameboodschap 
Van Eick 2011 No - 
7 Validiteit en betrouwbaarheid van de 
vragenlijst "Bereidheid tot adoptie van EBE" 
Graaf, 2009 No - 
8 Leerwerkgemeenschappen in de 
werkplekleeromgeving 
Venrooij & Sleegers, 
2009 
No  
9 Strategisch HRM in de publieke sector Steijn, 2009 Yes Yes 
10 De raad aan zet Goirle, 2013 No - 
Display A59 presents five of the ten search results focusing on the area of ‘readiness for change’ and five 
search results outside the area of ‘readiness for change’. Close reading (Paul & Elder, 2008) has been applied to 
the summaries of the five search results within the research area of ‘readiness for change’, to determine 
whether these search results fulfil the criteria of being an article from a scientific journal or dissertation 
focusing on assessing ‘readiness for change’ on the individual level in organizations. Display A60 presents the 
search results that have been neglected with their reason why.  
Display A60 Neglected for not being an article or dissertation focusing on assessing ‘readiness for change’ 
Nr.  Titles  Authors Reason for neglecting  
4 Verandermanagement Klein & Rorink, 2009 Textbook, no article or dissertation 
9 Strategisch HRM in de publieke sector Steijn, 2009 Textbook, no article or dissertation 
As the five search results from Display A59 outside the research area of organizational change and the two 
search results from Display A60 are neglected, three papers on the search term ‘veranderbereidheid’ met the 
requirements and are taken into account in the next step, as can be seen in Display A65.   
A2.2.2. VERANDERINGSBEREIDHEID 
Google Scholar is searched on 29 January 2014 on the second Dutch term for ‘readiness for change’: 
‘veranderingsbereidheid’, with the options ‘quotes’ and ‘patents’ unchecked. The outcome of 438 results is 
further refined by selecting results of the last five years by using custom range 2009-2014, reducing the results 
to 175. Sorted by relevance, the titles and Google Scholar summaries of the first ten results were studied to 
determine whether these papers are focused on the research area of readiness for change in the context of 
organizational change. 
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Display A61 First ten results  (sorted on relevance, search term ‘veranderingsbereidheid’) 
Nr.  Titles  Authors/years Organizational 
change 
Readiness for 
change 
1 The Theory of Planned Behavior als procesmodel 
bij verandermanagement: Een kwantitatief 
onderzoek naar de veranderingsbereidheid van 
medewerkers tijdens organisatieveranderingen 
Hemmes, 2009 Yes Yes 
2 Visual identity change? Yes we can! Een 
onderzoek naar de veranderingsbereidheid van 
interne stakeholders bij een huisstijlverandering 
Krokké, 2011 Yes Yes 
3 Opvattingen en veranderingsbereidheid van 
docenten in tijden van onderwijsinnovatie 
De Leeuw, 2009 Yes Yes 
4 Veranderingsbereidheid. Een onderzoek bij 
stichting Jeugdformaat 
Vermeulen, 2009 Yes Yes 
5 Veranderingsbereidheid Sharafkhani, 2011 Yes Yes 
6 Samenhang tussen docententeams en 
veranderingsbereidheid in het hoger 
beroepsonderwijs. Een studie naar het antwoord 
op de vraag of teamkenmerken, klimaat waar 
binnen teams werken en leerprocessen in teams 
samenhangen met de veranderingsbereidheid 
van docenten 
Melsert, 2012 Yes Yes 
7 Betrokken toch flexibel: een onderzoek naar de 
relatie tussen affectieve 
organisatiebetrokkenheid en 
veranderingsbereidheid bij VtsPN/V&T 
Van der Horst, 
2011 
Yes Yes 
8 Veranderingsbereidheid in de Gemeentelijke 
Organisatie: Een onderzoek naar de vorming van 
veranderingsbereidheid bij een middelgrote 
gemeente ten opzichte van het Antwoord© 
concept 
Verhage, 2010 Yes Yes 
9 Gereedheid voor EBP Martens, 2010 No Yes 
10 What is crucial in developing a positive attitude 
toward change? The role of content, context, 
process and individual variables in understanding 
readiness for change 
Bouckenooghe, 
2008 
Yes Yes 
Display A61 presents nine out of ten search results focusing  on the research area of ‘readiness for change’ and 
one search results outside the area of ‘readiness for change‘. Close reading (Paul & Elder, 2008) has been 
applied to the summaries of the nine search results within the research area of ‘readiness for change’, to 
determine whether these search results fulfil the criteria of being an article from a scientific journal or 
dissertation focusing on assessing ‘readiness for change’ on the individual level in organizations. Display A62 
presents the search results that have been neglected with the reason why.  
Display A62 Neglected for not being an article or dissertation focusing on assessing ‘readiness for change’ 
Nr.  Titles  Authors/years Reason for neglecting 
1 The Theory of Planned Behavior als procesmodel 
bij verandermanagement: Een kwantitatief 
onderzoek naar de veranderingsbereidheid van 
medewerkers tijdens organisatieveranderingen 
Hemmes, 2009 
The full text of this item was not 
available. 
2 Visual identity change? Yes we can! Een 
onderzoek naar de veranderingsbereidheid van 
interne stakeholders bij een huisstijlverandering 
Krokké, 2011 
Focuses on assessment on the 
organizational level of readiness for 
change (p.21) 
As the one search result outside the context of organizational change and the two search results from Display 
A62 are neglected, seven papers on the search term ‘veranderbereidheid’ met the requirements, and are taken 
into account in in the next step, as can be seen in Display A65.   
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A2.2.3. READINESS FOR CHANGE 
Google Scholar was searched on 03 February 2014 on the English terms ‘readiness for change’, with the 
options ‘quotes’ and ‘patents’ unchecked. The outcome of 14.700 is further refined by selecting results of the 
last five years by using custom range 2009-2014, reducing the results to 6.640. Further refining the results by 
selecting ‘readiness for change’ in the title, 145 results remained. Sorted on relevance, the titles  and Google 
Scholar summaries of the first ten results were studied to determine whether these papers are focused on the 
research area of readiness for change in the context of organizational change. 
Display A63 First ten results (sorted on relevance, search term ‘readiness for change’) 
Nr.  Titles  Authors/years Organizational 
change 
Readiness for 
change 
1 Readiness for change Holt & Vardaman, 2010 Yes Yes 
2 Readiness for change Hicks & McCracken, 2011 No Yes 
3 A theory of organizational readiness for 
change 
Weiner, 2009 Yes Yes 
4 Readiness for change: Contributions for 
employee’s level of individual change 
and turnover intentions 
Neves, 2009 Yes Yes 
5 Are you ready? How health 
professionals can comprehensively 
conceptualize readiness for change 
Holt, et al.,  2010 Yes Yes 
6 Measurement of perceived 
organizational readiness for change in 
the public sector 
Cinite, et al., 2009 Yes Yes 
7 Integrating Motivational Interviewing 
and Cognitive Behavioral Therapy in the 
Treatment of Eating Disorders: Tailoring 
Interventions to Patient Readiness for 
Change 
Geller & Dunn, 2011 No Yes 
8 Individual Readiness for Organizational 
Change and Its Implications for Human 
Resource and Organization 
Development 
Choi & Ruona, 2011 Yes Yes 
9 Organizational readiness in specialty 
mental health care 
Hamilton, et al.,  2010 No Yes 
10 Fruit and vegetables should be targeted 
separately in health 
promotion programs: differences in 
consumption levels, 
barriers, knowledge and stages of 
readiness for change 
Glasson et al., 2010 No - 
Display A63 presents six out of ten search results focusing on the research area of ‘readiness for change’ and 
four search results outside the area of ‘readiness for change‘. Close reading (Paul & Elder, 2008) has been 
applied to the summaries of the eight search results within the research area of ‘readiness for change’, to 
determine whether these search results fulfil the criteria of being an article from a scientific journal or 
dissertation focusing on assessing ‘readiness for change’ on the individual level in organizations. Display A64 
presents the search results that have been neglected with the reason why.  
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Display A64 Neglected for not being an article or dissertation focusing on assessing ‘readiness for change’ 
Nr.  Titles  Authors/years Reasons for neglecting 
1 Readiness for change Holt & Vardaman, 2010 Call out for papers, not about models or 
instruments focusing on assessing 
‘readiness for change’ on an individual 
level 
3 A theory of organizational readiness for 
change 
Weiner, 2009 No models or instruments focusing on 
assessing ‘readiness for change’ on an 
individual level 
As the four search results from Display A63 are outside the research area of organizational change and the two 
results of Display A64 are neglected, four papers on the search term ‘readiness for change’ met the 
requirements and are taken into account in the next step, as can be seen in Display A65. 
  Display A65 Selected search results on Google Scholar 
Search terms Results Studied Authors Years Journals / dissertations Impact 
factors 
Readiness for 
change 
145 10 
Neves 
Holt, et al. 
Cinite, et al. 
Choi & Ruona 
2009 
2010 
2009 
2011 
Journal of Change Management  
Journal of general internal medicine 
British Journal of Management 
Human Resource Development 
Review 
0.744 
3.423 
1.909 
1.468 
‘Veranderbereidheid’  90 10 
Gort 
Van Vegchel 
Kruse  
2011 
2012 
2011 
Dissertation, Open University 
Dissertation, University of Utrecht 
Dissertation, University of Twente 
- 
- 
- 
‘Veranderings-
bereidheid’  
175 10 
De Leeuw  
Vermeulen  
Sharafkhani 
Melsert 
Van der Horst 
Verhage 
Bouckenooghe 
2009 
2009 
2011 
2012 
2011 
2010 
2008 
Dissertation, University of Twente 
Dissertation, University of Utrecht 
Dissertation, University of Utrecht 
Dissertation, University of Twente 
Dissertation, Open University 
Dissertation, University of Twente 
Dissertation, University of Gent 
- 
- 
- 
- 
- 
- 
-. 
Display A65 presents fourteen relevant articles in scientific journals and dissertations on organizational 
readiness for change, which are taken to the select stage.  
 
A2.3. SELECT STAGE 
Wolfswinkel et al. (2011, p. 50) describe the select stage as the sample of texts that is actually selected, by 
proceeding five steps: (1) filter out doubles; (2) refine sample based on title and abstract; (3) refine sample 
based on full text; (4) forward and backward citations; (5) did new articles come up in last iteration.  
No doubles needed to be filtered out. Refinement of the sample based on titles and abstracts neither 
presented publications to be filtered out. Refinement of the sample based on full text was conducted, by close 
reading the papers and identify which instrument for measuring readiness for change has been used. Forward 
citations presented by Google Scholar are shown in column 4 in Display A66. Backward citations are counted 
in the publications and are shown in column 5. Column 6 presents the cited authors of the conducted 
instruments for measurement of readiness for change in the backward citations.  
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Display A66 Instruments for measuring readiness for change 
Authors Years Instruments Forward 
citations 
Backward 
citations 
Sources of instrument 
Neves 
Holt, et al. 
Cinite, et al. 
Choi & Ruona 
2009 
2010 
2009 
2011 
Composed  
ROCM
19
 
PORC
20
 
ROCM 
51 
47 
49 
1 
53 
40 
73 
141 
Herscovitch & Meyer, 2002 
Holt, Armenakis, Field & Harris, 2007 
Armenakis, Harris & Mossholder, 1993 
Holt, Armenakis, Field & Harris, 2007 
Gort 
Van Vegchel 
Kruse  
2011 
2012 
2011 
DINAMO
21
 
Euwema et al. 
DINAMO  
0 
1 
0 
86 
64 
43 
Metselaar, 1997 
Euwema, et al., 2007 
Metselaar, 1997 
De Leeuw  
Vermeulen  
Sharafkhani 
Melsert 
 
Van der Horst 
Verhage 
 
Bouckenooghe 
2009 
2009 
2011 
2012 
 
2011 
2010 
 
2008 
DINAMO 
DDQ
22
 
DINAMO 
OCQ/composed  
 
DINAMO 
OCQ/composed  
 
OCQ
23
 
0 
0 
0 
0 
 
0 
0 
 
11 
81 
21 
27 
52 
 
73 
104 
 
180 
Metselaar, 1997  
Bijl & Van den Boogaart, 1992 
Metselaar, 1997 
Bouckenooghe, Devos, & Van den Broeck, 2009 
Bouckenooghe, 2008; Venkatesh, et.al., 2003;  
Metselaar, 1997 
Schütten, 2009; Hartkamp, 2007; Stuart, 2005; 
Bechan, 2009 
Holt, Armenakis, Field & Harris, 2007. 
Column 3 presents six different instruments recently used for measuring readiness for change. This column 
presents the DINAMO, the OCQ, and the ROCM as most frequently used. Column 4 presents the forward 
citations, showing a composed instrument PORC as most referred to. Column 5 presents the backward 
citations, showing the OCQ by Bouckenooghe is best well-founded in literature. Checking backward citations 
presented new publications from the developers of the different instruments in column 6. These articles 
citations were checked for theoretical relevance. Four instruments are not taken into account and are 
presented with their reasons why in Display A67.  
Display A67 Neglected instruments 
Instrument Reason for removing 
Euwema, et al. Based on an internal rapport, not discoverable on Google Scholar 
DDQ Two times cited, not discoverable on Google Scholar 
Composed  Mixed questionnaires from different authors or without scientific 
anchoring. 
PORC The construct of PORC has not been operationalized between 1993 
and 2009 (Cinete, et al., 2009) 
Display A66 presents the DINAMO (Metselaar, 1997), the OCQ (Bouckenooghe, 2008), (Bouckenooghe, et al., 
2009), and the ROCM (Holt, et al., 2007) as being most frequently used or referred to. The publication by 
Bouckenooghe (2008) is a dissertation about the development of the OCQ, where the publication by 
Bouckenooghe et al. (2009) is an article about this dissertation. The article is selected, because of the impact 
factor of the journal the article is published in. The select stage closes with an overview of the selected 
literature (Wolfswinkel, et al., 2011, p. 5). Display A68 presents the literature selection.  
 
 
 
 
 
 
 
12 
 
Display A68 Literature selection based on Wolfswinkel et al. (2011, p. 5) 
Years Authors Titles Journals Impact 
factors 
Forward 
citations 
Backward 
citations 
2009 Bouckenooghe, 
Devos, & Van 
den Broeck 
Organizational Change 
Questionnaire-Climate of 
Change, Processes, and 
Readiness: Development of a 
New Instrument 
The Journal of 
Psychology: 
Interdisciplinary 
and Applied 
0.963 64 54 
1997 Metselaar Assessing the willingness to 
change, Construction and 
validation of the DINAMO 
- - 60 144 
2007 Holt, 
Armenakis, 
Field, & Harris 
Readiness for Organizational 
Change: The Systematic 
Development of a Scale 
Journal of Applied 
Behavioral 
Science 
1.088 273 40. 
The literature presented in Display A68 is taken into account in the analyze and present stage.  
 
A2.4. ANALYZE AND PRESENT STAGE 
The analyze and present stage leads to explanations for the findings and offers insights into what is relevant for 
theorizing (Wolfswinkel, et al., 2011, p. 52). The analyze and present stage in this section is divided into four 
parts, following Randolph (2009):conceptual literature review (A2.4.1), methodological review (A2.4.2), 
integrative review (A2.4.3), and theoretical review (A2.4.4).  
A2.4.1. CONCEPTUAL LITERATURE REVIEW 
A literature review is concept-centric, as concepts determine the organizing framework of a review (Webster & 
Watson, 2002, p. 16). First, the concepts of readiness for change in the selected literature are retrieved by 
highlighting findings and insights that seem relevant (Wolfswinkel, et al., 2011, p. 50). Close reading of the 
highlighted sections uncovers the words used to define the concepts used for measurement of readiness for 
change. These highlighted words in the selected literature revealed the terms: ‘concept’, ‘definition’, ‘defined’, 
‘description’, ‘refers to’, and ‘key term’. These words are used as search terms, in combination with ‘readiness 
for change’. When these combined search terms are found in a highlighted section, close readings have been 
applied to distinguish a definition. Because of the use of the Dutch search term ‘readiness for change’ in the 
search stage
24
,  the term ‘readiness for change’ wasn’t found in Metselaar, 1997. As the title presents the term 
‘willingness to change’, the English term ‘willingness’ was translated to Dutch
25
, meaning exactly the same as 
the translation of ‘readiness of change’. As ‘willingness’ and ‘readiness’ are presented as synonyms
26
, the 
search term ‘willingness to change’ has been applied to Metselaar (1997).  
Display A69 presents the first found highlighted sections for the combinations of search terms above. 
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Display A69 Search term readiness for change and willingness to change 
Search term  Bouckenooghe, et al.  Holt, et al. Metselaar 
Concept In this battery, readiness 
for change is conceived as a 
multifaceted concept that 
comprises an emotional 
dimension of change, a 
cognitive dimension of 
change, and an intentional 
dimension of change (p. 
561) 
X X 
Definition X X X 
Defined X In turn, readiness for 
change was defined as a 
comprehensive attitude 
that is influenced 
simultaneously by the 
content (i.e., what is being 
changed), the process (i.e., 
how the change is being 
implemented), the context 
(i.e., circumstances under 
which the change is 
occurring), and the 
individuals (i.e., 
characteristics of those 
being asked to change) 
involved (p. 235) 
Following Ajzen's model 
and the planned change 
and diffusion theories 
presented in the first 
chapter of this thesis, the 
willingness to change can 
be defined here as: 'A 
positive behavioral intention 
towards the implementation 
of modifications in an 
organization's structure, or 
work and administrative 
processes, resulting in 
efforts from the 
organization member's side 
to support or enhance the 
change process.' (p. 34). 
The found first sentences in Display A69 are expected to present the definitions used by the authors. Close 
reading (Paul & Elder, 2008) has been applied to these sentences, to extract the precise definitions. This step is 
presented in Display A70. 
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Display A70 Definitions of concepts 
Authors First sentences Close readings Definitions 
Bouckenooghe, et al. In this battery, readiness for 
change is conceived as a 
multifaceted concept that 
comprises an emotional 
dimension of change, a 
cognitive dimension of 
change, and an intentional 
dimension of change  (p. 561). 
This sentence describes the 
concept as multifaceted, 
followed by an enumeration 
of three dimensions: an 
emotional, a cognitive, and 
an intentional.  
Readiness for change is a 
multifaceted concept that 
comprises an emotional, 
cognitive and intentional 
dimension of change. 
Holt, et al. In turn, readiness for change 
was defined as a 
comprehensive attitude that 
is influenced simultaneously 
by the content (i.e., what is 
being changed), the process 
(i.e., how the change is being 
implemented), the context 
(i.e., circumstances under 
which the change is 
occurring), and the individuals 
(i.e., characteristics of those 
being asked to change) 
involved (p. 235). 
This sentence describes a 
definition as a comprehensive 
attitude, simultaneously 
influenced by content, 
process, context, and 
individual characteristics, 
with examples. For a readable 
definition, the examples are 
removed.  
Readiness for change is a 
comprehensive attitude that 
is influenced simultaneously 
by the content, the process, 
the context, and the 
individuals involved. 
Metselaar Following Ajzen's model and 
the planned change and 
diffusion theories presented 
in the first chapter of this 
thesis, the willingness to 
change can be defined here 
as: 'A positive behavioral 
intention towards the 
implementation of 
modifications in an 
organization's structure, or 
work and administrative 
processes, resulting in efforts 
from the organization 
member's side to support or 
enhance the change process.' 
(p. 34). 
This sentence describes a 
definition of willingness to 
change, which is literally 
retrieved.  
Willingness to change is a 
positive behavioral intention 
towards the implementation 
of modifications in 
an organization's structure, or 
work and administrative 
processes, resulting in 
efforts from the organization 
member's side to support or 
enhance the change 
process.  
Display A70 shows that Bouckenooghe’s definitions contains only one sub concept also present in Metselaar: 
intention. Like Bouckenooghe, Metselaar thinks of ‘intention’ as a key sub concept in ‘readiness for change’. 
Bouckenooghe does not refer to the key sub concept ‘process’ as Metselaar and Holt. et al. do: while these 
publications refer to ‘readiness for change’ as a process, Bouckenooghe does not.  
To be able to distinguish the influencing concepts, each papers conclusions are searched for ‘model’ and ‘table’ 
in combination with the terms ‘concepts’ and/or ‘variables’. Display A71 presents the models and tables for 
each author. 
Display A71 Concepts influencing readiness for change 
Search terms Bouckenooghe, et al.  Holt, et al. Metselaar 
Variables + 
table or 
model 
TABLE 6. Summary of 
Correlations Among Context, 
Process, and Outcome Variables 
(p. 583) 
TABLE 3 
Descriptive Statistics and 
Correlation Matrix for Sample 1 
and Sample 2 (p. 246) 
The relations between the 
variables in the above model are 
inferred from Ajzen's 
model of planned behavior (pp. 
49-50). 
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Display A71 shows the models and tables presenting the concepts in each authors research. The concepts, 
grouped in different dimensions,  are retrieved from these tables and models. To be sure these were the 
dimensions and concepts of the definitive model, conclusions for each author have been checked to see if the 
same dimensions and concepts could be distinguished. The dimensions and concepts are presented for each 
model independently in  Display A72, Display A74, and Display A76. Definitions of the dimensions are 
distinguished by looking for the search term ‘dimension’ in combination with ‘definition’, ‘defined’, 
‘description’, ‘refers to’, or ‘key term’. If no combination of search terms was found in an article, the underlying 
dissertation was searched when available.   
A. OCQ 
Display A72 presents the dimensions, its definitions, and the variables of the OCQ. 
Display A72 Concepts of the OCQ (Bouckenooghe, et al., 2009) 
Dimensions Definitions Concepts  
Climate of change The interpretation of the general context 
and the specific process characteristics that 
accompany change (2008, p. 357) 
 General support by supervisors 
 Trust in leadership 
 Cohesion 
 Participatory management 
 Politicking 
Process of change A set of crucial predictors of people’s 
attitudes toward change that entail how 
change is dealt with, how change is 
implemented, that is linked to a specific 
change project (2008, p. 363) 
 Involvement in the change process 
 Ability of management to lead change 
 Attitude of top management toward change 
Readiness for change A multifaceted concept that 
comprises an emotional, cognitive  
and intentional dimension of change (2009, 
p. 561) 
 Cognitive readiness for change 
 Emotional readiness for change 
 Intentional readiness for change 
‘Climate of change’ refers to the general context, but also to specific process characteristics. As ‘process of 
change’ also refers to processes and a specific change project, these dimensions seem to overlap although 
different concepts are presented for each dimension. Interesting is the fact that ‘readiness for change’ is 
divided in three different concepts. As this overview doesn’t provide a good understanding of the presented 
concepts yet, the definitions of the concepts are also distinguished by looking for the search term of the 11 
different concepts in column 3, in combination with the search term  ‘definition’, ‘defined’, ‘description’, ‘refers 
to’, or ‘key term’. If no combination of search terms was found in an article, the underlying dissertation was 
searched. The concepts of the OCQ and its definitions are presented in Display A73. 
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Display A73 Concepts definitions OCQ  (Bouckenooghe, et al., 2009) 
Concepts Definitions 
Involvement in the change process A change specific process characteristic of change climate that describes the 
extent to which staff members are consulted, involved and informed about 
change related decisions that directly concern them (2008, p. 360) 
Ability of management to lead change A change specific process characteristic of change climate, which is the 
openness of management to reactions of employees and their ability to lead 
them through the change process (2008, p. 357) 
Attitude of top management toward 
change 
A change specific process characteristic of change climate involving the 
perception of employees about the stance top management is taking with 
regard to change (p. 599) 
General support by supervisors A general context characteristic of change climate that describes the extent to 
which employees experience support and understanding from their immediate 
supervisor (2008, p. 360) 
Trust in leadership A general context characteristic of change climate that refers to the extent to 
which staff members perceive their supervisors and top management as 
trustworthy (2008, p. 365) 
Cohesion A general context characteristic of change climate that refers to the extent of 
cooperation and trust in the competence of team members (2008, p. 358) 
Participatory management A generic context characteristic of change climate, which is the extent to which 
front line staff are involved in and informed of important decisions (2008, p. 
362) 
Politicking A general context characteristic of change climate that reflects the perceived 
level of political games within the organization (2008, p. 360) 
Cognitive readiness for change The beliefs and thoughts people hold about the change (p. 599) 
Emotional readiness for change The affective reactions toward change (p. 599) 
Intentional readiness 
for change 
The extent to which employees are prepared to put their energy into the 
change process (p. 599). 
Display A73 presents the definitions of the concepts of the OCQ. It is notable that the concepts of the first 
three definitions refer to change specific process characteristics (process of change), as all definitions begin 
with ‘a change specific process characteristic’. The next five definitions refer to general context characteristics 
(climate of change), as all definitions begin with ‘a generic context characteristic’. Readiness for change is 
divided in beliefs and thoughts, affective reactions and intentions to put energy in the change process.  
B. ROCM 
Display A74 presents the dimensions, its definitions, and the concepts of the ROCM.  
Display A74 Concepts of the ROCM  (Holt, et al., 2007) 
Dimensions Definitions Concepts 
Readiness for change A comprehensive attitude that is influenced 
simultaneously by the content, the process, 
the context, and the individuals involved (p. 
235) 
 Appropriateness 
 Management support 
 Change efficacy 
 Personally beneficial  
Context Attributes of environment where initiative is 
implemented (p. 235) 
 Communications climate  
 Perceived management ability 
Individual attributes Attributes of employees where initiative is 
implemented (p. 235) 
 Locus of control 
 General attitude toward change 
Display A74 presents partly different and partly overlapping dimensions with the OCQ. ‘Readiness for change’ 
seems the same dimension. However, where the ROCM presents it as influenced by the content, the process, 
the context, and the individuals involved, the OCQ presents is as emotional, cognitive and intentional 
dimensions. The OCQ does not mention content, but mentions process (process of change), context (climate 
of change), and individuals in the form of cognitive, emotional and intentional readiness for change. There 
seems to be a difference between the authors whether the different concepts are seen as a dimension or as a 
concept.  
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As this overview doesn’t provide a good understanding of the presented concepts yet, the definitions of the 
concepts are also distinguished by looking for the search term of the 8 different concepts, in combination with 
‘definition’, ‘defined’, ‘description’, or ‘key term’. The concepts of the ROCM and its definitions are presented 
in Display A75. 
Display A75 Concepts definitions ROCM  (Holt, et al., 2007) 
Concepts Definitions 
Appropriateness Not defined 
Management support The extent to which one feels that the organization’s leadership and management 
are or are not committed to and support or do not support implementation of the 
prospective change (p. 238) 
Change efficacy The extent to which one feels that he or she has or does not have the skills and is or 
is not able to execute the tasks and activities that are associated with the 
implementation of the prospective change  (p. 238) 
Personally beneficial The extent to which one feels that he or she will or will not benefit from the 
implementation of the prospective change (p. 238) 
Communications climate Not defined 
Perceived management ability Not defined 
Locus of control Not defined 
General attitude toward change Not defined. 
As Display A75 shows, only three definitions could be found. ‘Management support’ is considered equal to the 
OCQ concept of ‘attitude of top management toward change’, as it is about the commitment and the stance 
of the organization’s leadership and management. It might also overlap the concept of ‘general support by 
supervisor’, as the support of management is also the subject. It is not, as the concept in the OCQ focuses on 
support in general and not on support in the specific change process, as is done in the ROCM. If the OCQ 
concept would be intended to measure the same, it would be an concept in the OCQ dimension of process of 
change. ‘Change efficacy’ does not overlap any OCQ concept , as no OCQ concept is about the ability of 
change recipients. ‘Personally beneficial’ does not overlap any OCQ concept, as personal benefit is no subject 
in the OCQ.  ‘Perceived management ability’ might overlap the OCQ concept ‘ability of management to lead 
change’, but this cannot be determined by absence of a definition by Holt, et al. ’General attitude toward 
change’ might be a combination of cognitive, emotional and intention readiness for change, but this also 
cannot be determined by absence of a definition by Holt, et al. 
C. DINAMO 
Display A76 presents the dimensions, its definitions, and the concepts of the DINAMO. 
Display A76 Concepts of the DINAMO  (Metselaar, 1997) 
Dimensions Definitions Concepts 
Attitude Beliefs, affective response and intentions 
with respect to the change (p. 45) 
 Work-related outcomes 
 Outcomes for the organization 
 Affective response 
Subjective norm Perceptions of individuals or groups 
disapproving of the change (p. 47) 
 Co-workers attitudes 
Perceived behavior 
control 
Perception of the ease or difficulty 
of performing the behavior concerned (p. 
47) 
 Self-control factors 
 External control factors 
 Contentment with the process rate 
 Complexity of the change 
Display A76 presents ‘attitude’ as beliefs, affective response and intentions, which is a combination of the 
OCQ concepts cognitive, emotional, and intentional readiness for change presented in the dimension 
‘readiness for change’  in the OCQ. These concepts seem related, as Metselaar and Bouckenooghe both refer 
to the underlying theory of planned behavior (Ajzen, 1991) for these concepts. Definitions of the underlying 
concepts of ‘attitude’ will show if these concepts are actually the same.  
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As perceptions of individuals or groups and perceptions of the behavior concerned are not mentioned in the 
definitions of the dimensions, a closer look at the underlying concepts is presented in Display A77.  
Display A77 Concepts definitions DINAMO (Metselaar, 1997) 
Concepts Definitions 
Work-related outcomes The degree to which middle managers expect positive outcomes for their work (p. 
50) 
Outcomes for the organization The degree to which middle managers expect positive outcomes for their 
organization as a result of an organizational change (p. 45) 
Affective response Feelings towards the attitude object, including for instance, expressions of 
admiration, disgust, or disdain (p. 45) 
Co-workers attitudes The perceived social pressure to perform or not to perform the behavior (p. 32) 
Self-control factors People's beliefs in their ability to execute the courses of action required to attain 
certain levels of performance (p. 47) 
External control factors Terms of resources (e.g., financial or human resources, time, information) that 
enable the manager to successfully implement the change (p. 47) 
Contentment with the process rate Contentment with, and control over the rate at which the change process develops 
(p. 48) 
Complexity of the change The perceived complexity of the change (p. 48). 
The previous step seemed to show a relation between the attitude concepts: ‘ work-related outcomes’, 
’outcomes for the organization’, and ‘affective response’ , with the OCQ concepts cognitive, emotional, and 
intentional readiness for change. The ‘work-related outcomes’ and ‘outcomes for the organization’ are about 
middle managers expectations of outcomes, where the cognitive and emotional readiness for change are the  
beliefs and thoughts people hold about the change and the affective reactions toward change. There’s no 
motive to show these concepts are related, as the OCQ concepts don’t mention outcomes at all. The DINAMO 
concept ‘affective response’ is about feelings towards the change, where the OCQ concept ‘emotional 
readiness for change’ is the affective reactions toward change. These concepts are therefore considered equal. 
Prove for this consideration is found as Bouckenooghe states that the OCQ concept of readiness for change is 
measured by scales adapted from Metselaar, 1997 (Bouckenooghe, 2008, p. 99).  
The DINAMO items of the dimension ‘perceived behavior control’ for ‘self-control factors’, are based on scales 
for self-efficacy (Metselaar, 1997, p. 47). This concept seems therefore to be related to the concept of ‘change 
efficacy’ by Holt, et al. The DINAMO concept focuses on people's beliefs in their ability to execute the courses 
of action required to attain certain levels of performance, where the ROCM concept focuses on the extent to 
which one feels that he or she has or does not have the skills and is or is not able to execute the tasks and 
activities that are associated with the implementation of the prospective change. As these definitions look 
alike, they’re presumed to measure a similar concept. It is considered similar, as Metselaar refers to self-
control factors being operationalized in terms of the knowledge, experience and skills (1997, p. 47) and the 
operationalization from Holt, et al. shows some questions about experiences and skills. The exact formulation 
of the underlying items is different however in the DINAMO (Metselaar, 1997, p. 60) and the ROCM (Holt, et 
al., 2007, p. 238). The DINAMO concept ‘contentment with the process rate’ is considered similar to the OCQ 
concept ‘involvement in the change process’, as they both focus on the perceived influence in the change 
process and both  underlying items focus on this influence and on the quality of received information 
(Metselaar, 1997, p.62; Bouckenooghe, et al., 2009, p. 574). 
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Overviewing the different steps, the analysis in this chapter present more differences than agreements in 
concepts between the OCQ, ROCM, and DINAMO. These different conceptualizations are remarkable, as all 
three constructed questionnaires and theories are based on Lewin’s theory that during an individual’s 
progression through change, the three stages of unfreezing, moving, and refreezing are experienced 
(Bouckenooghe, 2008, p. 271), (Holt, et al., 2007, p. 232), (Metselaar, 1997, p. 9). 
All three questionnaires are also based on the model for creating readiness and readiness as a precursor of 
adoption behavior by Armenakis, Harris, and Mossholder (Bouckenooghe, et al., 2009, p.564; Metselaar, 1997, 
p. 23; Holt, et al., 2007, p.233). The OCQ and the DINAMO are also anchored in the theory of planned behavior 
(Ajzen, 1991). Where the OCQ uses Ajzen’s theory to distinguish the multifaceted dependent concept into 
cognitive, emotional, and intentional readiness for change, the DINAMO uses this theory to distinguish the 
independent concepts ‘attitude’, ‘subjective norm’, and ‘perceived behavior control’.  Despite of the shared 
underlying theories and frameworks, different models have been developed to measure ‘readiness for 
change’. Several concepts were separately developed, tested, and proven to affect ‘readiness for change’. 
Even though different concepts seem to overlap, a closer look at the operationalization of the concepts only 
provides proof of equal concepts for the DINAMO concept ‘affective response’ with the OCQ concept 
‘emotional readiness for change’, and the ROCM concept ‘management support’ with the OCQ concept 
‘attitude of top management toward change’. The similarities for the DINAMO concept ‘contentment with the 
process rate’ and the OCQ concept ‘involvement in the change process’ reveal the finding that the OCQ 
presents a positive relationship with readiness for change, where no significant relationship is presented by 
the DINAMO. 
A2.4.2. METHODOLOGICAL REVIEW 
The methodological literature review concentrates on the research methods that are employed (Randolph, 
2009, p. 2). Display A78 covers the methodological literature review on ‘readiness for change’. The columns 
contain, consecutively: authors and years of publication, types of study, data collection methods, data analysis 
methods, respondents, and contexts, based on Schaap (2014, p.6). 
Display A78 Methodological review 
Authors & years Types of 
study 
Data collection  Data analysis  Respondents Contexts 
Bouckenooghe, et al.  
2009 
Explorative Questionnaire Linear 
regression 
analysis 
>3000 
(Managerial and 
nonmanagerial) 
>85 Belgian  
organizations, profit 
and non-profit, that 
recently announced 
large scale change 
Holt, et al. 
2007 
Explorative Questionnaire Linear 
regression 
analysis 
492 
(Managerial and 
nonmanagerial) 
2 American 
organizations, profit 
and non-profit facing 
implementation of a 
new structure 
Metselaar 
1997 
Explorative Questionnaire Linear 
regression 
analysis 
380  
(Managerial)  
11 Dutch 
organizations 
involved in major 
change processes. 
Display A78 shows that like Bouckenooghe, et al., Holt, et al., and Metselaar apply an explorative study, 
employ questionnaires and conduct a linear regression analysis. Bouckenooghe relies on a much higher 
sample size than Holt, et al. and Metselaar (> 3000 versus 492 and 380, respectively). Whereas Bouckenooghe, 
et al. and Holt, et al. selected non-managerial respondents, Metselaar focuses on managerial respondents. 
20 
 
Bouckenooghe applies his study in a much larger context  with regard to Holt, et al. and Metselaar (> 85 
organizations versus 2 and 11, respectively), providing a higher degree of generalizability.    
A2.4.3. INTEGRATIVE REVIEW 
An integrative review is a specific review method that summarizes literature to provide a more comprehensive 
understanding of a particular phenomenon (Whittemore & Knafl, 2005, p. 546).  
Structuring requires the author to adopt a guiding theory, a set of competing models, or a point of view about 
the topic (Torraco, 2005, p. 356). This integrative review adopts the theory of Bouckenooghe, et al. as a 
guiding theory, as the methodological review revealed it as the latest theory with the best generalizability by 
its largest sample size and context.  Vote counting is employed to categorize and analyze conflicting results, 
comparing the frequency of significant positive findings against the frequency of significant negative ones 
(Whittemore & Knafl, 2005, p. 551).  
As suggested by Bunton (2005, p. 207) an author’s claims are considered to be written in the discussion or the 
conclusion section, also referred to as evaluation of results (p. 209). Therefore, the claims by Bouckenooghe, 
et al. are taken by close reading the evaluation paragraph (2009, pp. 582-589). A systematic deduction is 
conducted by close reading of the evaluation paragraphs. Paul & Elder (2008, p. 13) state that a paragraph 
should be read by close reading, asking the question: ‘What is the most important idea in this paragraph?’. The 
sentence that describes the most important idea is presented in column 1 in Display A79. Close reading is 
applied to interpret the sentence to see what claim is maid, this is presented in column 2. The claim 
distinguished by the sentence and its interpretation is presented in column 4.  
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Display A79 Claims in paragraphs  
 Page  Sentences with most 
important idea  
Close reading Claim 
1  582 Last, we computed three 
measures of interrater 
reliability to determine the 
reliability of these individual 
level constructs at the work 
unit or organizational level  
It’s the end of an 
enumeration, introducing 
the chapter 
No claim can be distinguished 
2 582 Also, 15 tests were confirmed, 
suggesting that the scales of 
the OCQ have demonstrated 
fairly adequate convergent 
and discriminant validity 
Conclusion that the scales 
are valid is a comment 
about the validity, no 
substantive conclusion 
No claim can be distinguished 
3 585 In short, as expected our 
scales effectively 
discriminated between sector 
and job position 
Different outcomes are 
distinguished when 
participants are separated 
on job position and sector 
1. The scales effectively discriminate for 
managerial/nonmanagerial job position 
2. The scales effectively discriminate for 
sector profit/non-profit 
4 585 Not all eight climate and 
process factors were related 
with the three readiness for 
change variables (see table 
10). In addition, the fact that 
these antecedents yielded 
different effect patterns 
supported the assumption for 
measuring readiness for 
change as a multifaceted 
concept 
The effects of the 
independent variables on 
the readiness for change 
variables are presented in 
table 10 (p. 588) and should 
be studied to distinguish 
claims. Readiness for 
change turned out to be a 
multifaceted concept 
3. There’s a significant positive relationship 
between trust in leadership and cognitive 
readiness for change (table 10). 
4. There’s a significant positive relationship 
between participatory management and 
emotional- and intentional readiness for 
change (table 10). 
5. There’s a significant negative relationship 
between politicking and cognitive 
readiness for change (table 10) 
6. There’s a significant positive relationship 
between involvement in the change 
process and emotional- and intentional 
readiness for change (table 10) 
7.  There’s a significant positive relationship 
between ability of management to lead 
change and cognitive- and emotional 
readiness for change (table 10). 
8. There’s a significant positive relationship 
between attitude of top management 
toward change and emotional - and 
emotional readiness for change (table 10). 
9. Readiness for change is a multifaceted 
concept, as not all process- and climate 
variables are related with the three 
readiness for change variables 
5 589 The individual-perceived 
scales can become 
organizational or work-unit 
dimensions, when they are 
shared and agreed upon 
Aggregation at the 
organizational or work-unit 
level of analysis is possible 
for the concepts 
10. Individual outcomes can be aggregated 
to organizational or work-unit level. 
Display A79 presents the ten claims of the OCQ by Bouckenooghe, et al. (2009), distinguished by applying 
close reading to the evaluation paragraph. Display A80 presents the ten claims based on the OCQ , with a 
reference to the location of presence.  
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Display A80 Claims based on the OCQ 
Nr. Claim 
1 The scales effectively discriminate for job position (managerial/non-managerial) (2009, p. 585) 
2 The scales effectively discriminate for sector (profit/non-profit) (2009, p. 585) 
3 There’s a significant positive relationship between ‘trust in leadership’ and ‘cognitive readiness for change’ (p. 588) 
4 There’s a significant positive relationship between ‘participatory management’ and ‘emotional readiness for 
change’ and ‘intentional readiness for change’ (2009, p. 588) 
5 There’s a significant negative relationship between ‘politicking’ and ‘cognitive readiness for change’ (p. 588) 
6 There’s a significant positive relationship between ‘involvement in the change process’ and ‘emotional readiness for 
change’ and ‘intentional readiness for change’ (p. 588) 
7 There’s a significant positive relationship between ‘ability of management to lead change’ and ‘cognitive readiness 
for change’ and ‘emotional readiness for change’ (p. 588) 
8 There’s a significant positive relationship between ‘attitude of top management toward change’ and ‘emotional 
readiness for change’ and ‘intentional readiness for change’ (p. 588) 
9 Readiness for change is a multifaceted concept, as not all process- and climate variables are related with the three 
readiness for change variables (p. 588) 
10 Individual outcomes can be aggregated to organizational or work-unit level (p. 589). 
These ten claims are taken from the evaluation paragraph. As the ROCM (Holt, et al., 2007) and the DINAMO 
(Metselaar, 1997) are considered as a set of competing models, the frequency of significant positive findings 
against the frequency of significant negative ones are compared. This suggests three possible sub conclusions, 
as presented in Display A81. 
Display A81 Possible sub conclusions 
 Observation of the author’s conclusions  Sub conclusions 
1 Significant positive or negative  finding between equal concepts Claim supported 
2 No significant positive or negative finding between equal concepts Claim contradicted 
3 No finding of equal concepts  Claim not comparable 
Observation of the author’s conclusion is conducted by close reading the evaluation and conclusion paragraph 
by Holt, et al. (pp. 251-253) and the results paragraph by Metselaar (pp. 102-107). 
Display A82 presents the claims by Bouckenooghe and the outcome of comparing the frequency of significant 
positive findings against the frequency of significant negative ones.  
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Display A82 Integrative review 
Claims Holt, et al. Metselaar 
1. The scales effectively discriminate for job position  Not comparable Not comparable 
2. The scales effectively discriminate for sector  Not comparable Not comparable 
3. Positive relationship between ‘trust in leadership’ and ‘cognitive 
readiness for change’  
Not comparable Not comparable 
4. Positive relationship between ‘participatory management’ and 
‘emotional readiness for change’ and ‘intentional readiness for 
change’  
Not comparable Not comparable 
5. Negative relationship between ‘politicking’ and ‘cognitive readiness 
for change’  
Not comparable Not comparable 
6. Positive relationship between ‘involvement in the change process’ 
and ‘emotional readiness for change’ and ‘intentional readiness for 
change’  
Supported  
(p. 251) 
Contradicted 
(p.101) 
7. Positive relationship between ‘ability of management to lead change’ 
and ‘cognitive readiness for change’ and ‘emotional readiness for 
change’  
Not comparable Not comparable 
8. Positive relationship between ‘attitude of top management toward 
change’ and ‘emotional readiness for change’ and ‘intentional 
readiness for change’  
Supported (p. 251) Not comparable 
9. Readiness for change is a multifaceted concept, as not all process- 
and climate variables are related with the three readiness for change 
variables (p. 588) 
Not comparable Not comparable 
10. Individual outcomes can be aggregated to organizational or work-unit 
level (p. 589). 
Not comparable Not comparable 
As the conceptual literature review showed that most concepts are not defined equal between the three 
questionnaires, most claims by Bouckenooghe are also not comparable with the claims by Holt, et al. and 
Metselaar. The conceptual literature review revealed equal concepts for the DINAMO concept ‘affective 
response’ with the OCQ concept ‘emotional readiness for change’, and the ROCM concept ‘management 
support’ with the OCQ concept ‘attitude of top management toward change’. 
Two claims by Bouckenooghe are supported by Holt, et al. Close reading of the evaluation and conclusion 
paragraph (Holt, et al., 2007, p. 251) revealed support for the claim of a positive relationship between 
‘involvement in the change process’ and ‘emotional readiness for change’ and ‘intentional readiness for 
change’, as participants reported higher ‘readiness for change’ than nonparticipants in the planning of the 
change initiative in their research by successfully distinguishing them as known groups.  
Close reading of the evaluation and conclusion paragraph (Holt, et al., 2007, p. 251) also revealed support for 
the claim of a positive relationship between ‘attitude of top management toward change’ and ‘emotional 
readiness for change’ and ‘intentional readiness for change’, as they concluded that one of the most influential 
readiness for change factors was ‘management support’ and the findings of the conceptual literature review of 
definitions showed these concepts are considered equal. 
A2.4.4. THEORETICAL REVIEW 
Showing how competing theories explain an important phenomenon can be very influential (Webster & 
Watson, 2002, p. 19). As the different concepts, methodologies, and findings already have been discussed, this 
section focuses on the explanatory power of the OCQ, the ROCM, and the DINAMO.  
A. OCQ 
Figure 5 presents the conceptual model of the OCQ. 
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Figure 5 Model of OCQ (Bouckenooghe, et al., 2009) 
This conceptual model presented by Bouckenooghe, et al. doesn’t present the explanatory power of each 
process- and climate variable on the variables on readiness for change. The eight process- and climate 
variables of change together explain 44% of the variance in ‘cognitive readiness for change’, 34% of the 
variance in ‘emotional readiness for change’, and 18% of the variance in ‘intentional readiness for change’ 
(Bouckenooghe, et al., 2009, p. 588). The significant process- and climate variables of change related to the 
readiness for change variables are presented by Bouckenooghe in table form. To create a clear view on the 
significant relationships between the process- and climate variables and the readiness for change variables, 
the table outcome has been converted to a figure form, as presented in Figure 6.  
 
Figure 6 Explanatory power of process and climate variables, based on Bouckenooghe, et al. (2009, p. 588). 
Figure 6 presents the significant effects of the independent process and climate variables on the three 
dependent variables of readiness for change. All variables show positive effects on one or two variables of 
readiness for change, except for ‘politicking’. ‘General support by supervisors’ and ‘cohesion’ have no 
significant effects on one of the three variables of readiness for change.  
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B. ROCM 
Figure 7 presents the conceptual model of the ROCM.  
 
Figure 7 Model of ROCM (Holt, et al., 2007, p. 235) 
This conceptual model presented by Holt, et al. doesn’t present the underlying variables and the explanatory 
power of each content, context, process, and individual attributes variable on readiness for change. The 
conceptual literature review revealed the underlying concepts, as presented in Display A74 and Display A75. 
The significant effects of the underlying variables on readiness for change are not presented by Holt, et al.  
They do discuss the questionnaire outcomes are not completely aligned with the presented model (Holt, et al., 
2007, p. 252) in the conclusion paragraph. The explanatory power for each variable is not presented however. 
Therefore, a figure to create a clear view couldn’t be distinguished.  
C. DINAMO 
Figure 8 presents the conceptual model of the DINAMO. 
 
Figure 8 Model of DINAMO (Metselaar, 1997, p. 106) 
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This conceptual model presented by Metselaar doesn’t present the explanatory power of each variable on 
readiness for change. Definitions of each variable are already presented in Display 10. The explanatory power 
is measured for each variable on willingness to change and directly to the outcomes of willingness to change: 
change related behavior. It is presented in a figure with the explanatory power for each variable and is 
presented in Figure 9. According to Metselaar, the final model of the DINAMO accounts for 60% of the 
variance in willingness to change. It also accounts for 30%  of the variance in change related behavior 
(Metselaar, 1997, p. 105). 
 
Figure 9 Explanatory power of DINAMO variables on willingness to change and change related behavior 
Figure 9 presents positive effects for the variables ‘work related outcomes’, ‘affective response’, ‘self-control’, 
and ‘complexity of the change’. It also presents a negative effect for ‘distal subjective norm’. Metselaar 
presents as only author the direct effects on the outcome of willingness to change: change related behavior. 
The variables ‘outcomes for the organization’, proximal subjective norm’, and self-control’, present positive 
effects on change related behavior. ‘Complexity of the change’ presents a negative effect on change related 
behavior.   
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APPENDIX A3 ORGANIZATIONAL CHANGE QUESTIONNAIRE  
Appendix A3 is the integral Dutch text off the Organizational Change Questionnaire, as disseminated to 33 of 
Siza’s employees not having an email account.  
Onderzoek naar factoren die van invloed zijn op de veranderbereidheid binnen de Service Organisatie 
Introductie  
Siza heeft in 2013 een nieuw dienstverleningsmodel aangekondigd voor de Service Organisatie. Het doel van 
Siza is om hiermee een Service Organisatie te creëren die het management, de zelforganiserende teams en de 
individuele medewerker in het primaire proces optimaal kan ondersteunen tegen 20% tot 30% lagere kosten. 
De huidige afdelingenstructuur van de Service Organisatie met de afdelingen Communicatie, ICT, Facilitair, 
Financiën & Control, P&O en Vastgoed komt hiermee te vervallen. Er ontstaan twee nieuwe afdelingen: 
‘Beleid & Advies’ en ‘Beheer & Services’, waarin de medewerkers met soortgelijke rollen/ functies, maar met 
verschillende functionele, disciplinaire achtergrond worden opgenomen. Deze reorganisatie zal gevolgen 
hebben voor de medewerkers in de Service Organisatie. Het streven van Siza is om er desondanks voor te 
zorgen dat dit geen negatieve gevolgen heeft voor mate waarin medewerkers binnen de Service Organisatie 
zich inzetten voor de omslag naar een meer klantgerichte organisatie. 
 
Onderzoek  
Marinus van Petegem verricht, in het kader van de afronding van zijn studie management-wetenschappen aan 
de Open Universiteit, onderzoek naar omstandigheden waaronder organisatieveranderingen plaatsvinden, 
hoe er met veranderingen wordt omgegaan en welke factoren van invloed zijn op de veranderbereidheid van 
medewerkers die een organisatieverandering meemaken. Zijn doel is om het inzicht te vergroten in welke 
zaken van invloed zijn op het kunnen, willen en moeten veranderen van medewerkers. In het bijzonder wordt 
onderzocht welke effecten participatie (o.a. door deelname aan SO brede bijeenkomsten, klankbordgroepen 
en werkgroepen) heeft op de  veranderbereidheid. Met dit inzicht wil hij bijdragen aan de kennis over het 
succesvol implementeren van organisatieveranderingen in het algemeen, maar ook specifiek ten aanzien van 
de reorganisatie de Service Organisatie van Siza. Wetenschappelijk onderzoek heeft aangetoond dat inzicht in 
een drietal factoren kan leiden tot succesvolle implementatie van organisatieveranderingen: 
1. De interne omstandigheden waaronder een verandering plaatsvindt  
2. Het proces hoe er met een verandering wordt omgegaan  
3. De mate waarin medewerkers bereid zijn om te veranderen.  
Eén van de onderzoeksmethodes om inzicht te krijgen in deze 3 factoren is de ‘Organizational Change 
Questionnaire’, een vragenlijst die ontwikkeld is door Dr. D. Bouckenooghe, die voorgelegd wordt aan 
medewerkers die een organisatieverandering meemaken. Omdat dit onderzoek voor Siza van toegevoegde 
waarde kan zijn bij de implementatie van de komende veranderingen binnen de Service Organisatie, is 
besloten om deel te nemen aan dit onderzoek.  
 
Verzoek 
Als medewerker van de Service Organisatie ontvang je hierbij het verzoek om voor vrijdag 21 maart deel te 
nemen aan deze vragenlijst. Het invullen van de vragenlijst neemt ± 10 minuten in beslag. Met de uitkomsten 
van deze vragenlijst krijgt Siza inzicht in het geheel van meningen van medewerkers van de Service 
Organisatie over de interne omstandigheden, het veranderproces en de gevolgen daarvan voor de 
veranderbereidheid in het kader van de omslag naar een klantgerichte organisatie. Met deze inzichten wordt 
het mogelijk om succesfactoren en verbeterpunten voor organisatieveranderingen binnen de Service 
Organisatie van Siza vast te stellen en de omslag naar het meer klantgerichte werken in positieve zin te 
beïnvloeden. De antwoorden worden vertrouwelijk en anoniem verwerkt.  
 
Alvast bedankt voor je deelname! 
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Vragenlijst  
 
Welkom bij de vragenlijst waarin jouw mening wordt gevraagd over de organisatie en de 
organisatieveranderingen binnen de Service Organisatie. Het invullen van deze vragenlijst neemt ± 10 minuten 
in beslag en bevat 8 algemene en 44 meer specifieke vragen over de reorganisatie binnen de Service 
Organisatie van Siza. 
De antwoorden worden vertrouwelijk en anoniem verwerkt. Er hoeft geen naam te worden ingevuld en er 
wordt geen terugkoppeling aan Siza geven over antwoorden uit individuele vragenlijsten. Na afronding van 
het onderzoek worden de uitkomsten van het onderzoek aan alle medewerkers binnen de Service Organisatie 
gerapporteerd.  
Stuur de volledig ingevulde vragenlijst terug vòòr vrijdag 21 maart met behulp van de gefrankeerde 
antwoordenvelop. Alvast bedankt voor je deelname! 
 
Algemene vragen 
1. Wat is uw geslacht?  Man 
 Vrouw  
2. Wat is uw leeftijd?   <25 jaar 
 25-34 jaar 
 35-44 jaar 
 > 44 jaar  
3. Op welke afdeling bent u werkzaam?   Communicatie 
 ICT 
 Facilitair 
 Financiën & Control  
 P&O  
 Vastgoed  
4. Hoeveel jaren bent u werkzaam binnen Siza?   0-5 jaar 
 6-10 jaar 
 11-20 jaar 
 >20 jaar 
5. Heeft u een leidinggevende functie?  Ja  
 Nee 
6. Heeft u deelgenomen aan de eerste 'SO-dag' op 19 juni 2012 
op locatie Villa Veertien in Dieren? 
 Ja  
 Nee 
 Ik weet het niet 
7. Heeft u deelgenomen aan de tweede 'SO-dag' op 24 
september 2013 op locatie De Westerbouwing in 
Oosterbeek? 
 Ja  
 Nee 
 Ik weet het niet 
8. Heeft u deelgenomen aan de regiegroep, de klankbordgroep 
of een projectgroep, ter voorbereiding op de veranderingen 
in de Service Organisatie? 
 Ja  
 Nee 
 Ik weet het niet 
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Specifieke vragen over de organisatie en de 
organisatieverandering in de Service Organisatie. 
Helemaal 
mee oneens 
Mee 
oneens 
Niet mee 
eens/ 
niet mee 
oneens 
Mee 
eens 
Helemaal 
mee eens 
Geef op iedere vraag antwoord, door één vakje aan te kruisen met het antwoord dat het beste bij de stelling past. 
1. Ik word regelmatig geïnformeerd over het 
verloop van de verandering. 
O                O               O               O               O 
2. De informatie over de verandering is 
duidelijk. 
O                O               O               O               O 
3. Er is goede communicatie over de aanpak 
van de verandering tussen management en 
medewerkers. 
O                O               O               O               O 
4. Er wordt voldoende informatie gegeven over 
de voortgang van de veranderingen. 
O                O               O               O               O 
5. Afdelingen worden voldoende betrokken bij 
de veranderingen. 
O                O               O               O               O 
6. De medewerkers worden betrokken bij de 
probleemanalyse van de verandering. 
O                O               O               O               O 
7. De leidinggevende van onze afdeling neemt 
het voor ons op tijdens het 
veranderingsproces. 
O                O               O               O               O 
8. De leidinggevende van onze afdeling 
begeleidt de uitvoering van de verandering 
goed. 
O                O               O               O               O 
9. De leidinggevende van onze afdeling heeft 
er moeite mee zijn/haar stijl van 
leidinggeven aan te passen aan de 
veranderingen. 
O                O               O               O               O 
10. De leidinggevende van onze afdeling legt 
teveel nadruk op de problemen in de 
bestaande situatie en te weinig op de 
oplossing ervan. 
O                O               O               O               O 
11. De leidinggevende van onze afdeling is goed 
in staat zijn/haar nieuwe functie te vervullen.  
O                O               O               O               O 
12. De leidinggevende van onze afdeling 
besteedt voldoende aandacht aan de 
persoonlijke gevolgen die de veranderingen 
hebben voor de medewerkers. 
O                O               O               O               O 
13. De  directie heeft een duidelijke visie op een 
positieve toekomst. 
O                O               O               O               O 
14. De directie van de organisatie is actief 
betrokken bij de verandering. 
O                O               O               O               O 
15. De directie van de organisatie staat 
onvoorwaardelijk achter de verandering. 
O                O               O               O               O 
16. Als ik problemen heb, kan ik daar steeds bij 
mijn leidinggevende mee terecht. 
O                O               O               O               O 
17. Als ik een probleem aanhaal bij mijn  
leidinggevende, lijkt hij/zij mij niet erg 
geïnteresseerd om mij te helpen zoeken naar 
een oplossing. 
 
O                O               O               O               O 
18. Mijn  leidinggevende moedigt mij aan om 
dingen te leren die ik nooit eerder gedaan 
heb. 
O                O               O               O               O 
19. Mijn leidinggevende kan zich inleven in mijn 
situatie. 
O                O               O               O               O 
20. De  directie van de organisatie doet wat zij 
zegt.  
O                O               O               O               O 
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21. De directie past haar beleid consistent toe 
voor alle afdelingen.  
O                O               O               O               O 
22. De directie verstrekt volledige informatie 
over haar beslissingen aan afdelingen.  
O                O               O               O               O 
23. De wederzijdse communicatie tussen  de 
directie en de afdelingen is zeer goed. 
O                O               O               O               O 
24. Ik betwijfel of al mijn collega’s voldoende 
competent zijn. 
O                O               O               O               O 
25. Ik heb het volste vertrouwen in mijn 
collega’s. 
O                O               O               O               O 
26. Er is zeer grote rivaliteit onder de collega’s in 
mijn afdeling.  
O                O               O               O               O 
27. Er is zeer grote openheid onder de collega’s 
in mijn afdeling. 
O                O               O               O               O 
28. Beslissingen over het werk worden genomen 
in overleg met de betrokken medewerkers.  
O                O               O               O               O 
29. Veranderingen worden steeds met de 
betrokkenen besproken. 
O                O               O               O               O 
30. Richtlijnen kunnen van onderuit ter discussie 
worden gesteld. 
O                O               O               O               O 
31. Binnen onze organisatie spelen 
machtsspelletjes tussen afdelingen een 
belangrijke rol.  
O                O               O               O               O 
32. Vriendjespolitiek is binnen onze organisatie 
een belangrijk middel om dingen gedaan te 
krijgen.  
O                O               O               O               O 
33. In onze organisatie worden medewerkers 
wel eens voor de kar van anderen 
gespannen. 
O                O               O               O               O 
34. Plannen voor toekomstige verbeteringen 
leveren meestal niet veel op.  
O                O               O               O               O 
35. Ik denk dat de meeste veranderingen een 
negatieve invloed hebben op onze klanten. 
O                O               O               O               O 
36. De meeste programma’s die problemen 
moeten oplossen zijn niet veel zaaks. 
O                O               O               O               O 
37. Het merendeel van veranderingen zijn over 
het algemeen een goede zaak. 
O                O               O               O               O 
38. Ik heb er vertrouwen in dat veranderingen 
tot de gewenste uitkomsten kunnen leiden. 
O                O               O               O               O 
39. Ik heb een goed gevoel met betrekking tot 
de verandering. 
O                O               O               O               O 
40. Ik ervaar de verandering als iets positiefs. O                O               O               O               O 
41. Ik ervaar de verandering als verfrissend. O                O               O               O               O 
42. Ik ben bereid een duidelijke bijdrage te 
leveren aan de verandering.  
O                O               O               O               O 
43. Ik wil mij inzetten in het kader van het 
veranderingsproces.  
O                O               O               O               O 
44. Ik ben bereid om energie te steken in de 
veranderingen. 
O                O               O               O               O 
45. Zijn er nog zaken die belangrijk zijn om te 
vermelden en die niet in deze vragenlijst aan 
de orde zijn geweest?  
 Nee  
 Ja, ……………………………………............................. 
…………………………………………………………………………. 
…………………………………………………………………………. 
 
 
Bedankt voor het invullen van de vragenlijst! 
Stuur de volledig ingevulde vragenlijst vòòr 21 maart terug met behulp van bijgaande antwoordenvelop. 
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APPENDIX A4 OCQ CODES, QUESTIONS, AND TRANSLATIONS  
Appendix A4 displays an overview of the OCQ questions and their corresponding codes used in the SPSS-
analysis in Display A83 and customized translations from Flemish to Dutch in Display A84. 
Display A83 Questions and corresponding codes 
Code Reverse Nr. Question 
GEND  1 Wat is uw geslacht? 
AGE  2 Wat is uw leeftijd? 
SECT  3 Op welke afdeling bent u werkzaam? 
EMPL  4 Hoeveel jaren bent u werkzaam binnen Siza? 
JOB  5 Heeft u een leidinggevende functie? 
LGI1  6 Heeft u deelgenomen aan de eerste 'SO-dag' op 19 juni 2012 op locatie Villa Veertien in 
Dieren? 
LGI2  7 Heeft u deelgenomen aan de tweede 'SO-dag' op 24 september 2013 op locatie De 
Westerbouwing in Oosterbeek? 
LGI3  8 Heeft u deelgenomen aan de regiegroep, de klankbordgroep of een projectgroep, ter 
voorbereiding op de veranderingen in de Service Organisatie? 
INV1  1 Ik word regelmatig geïnformeerd over het verloop van de verandering. 
INV2  2 De informatie over de verandering is duidelijk. 
INV3  3 Er is goede communicatie over de aanpak van de verandering tussen management en 
medewerkers. 
INV4  4 Er wordt voldoende informatie gegeven over de voortgang van de veranderingen. 
INV5  5 Afdelingen worden voldoende betrokken bij de veranderingen. 
INV6  6 De medewerkers worden betrokken bij de probleemanalyse van de verandering. 
ABM1  7 De leidinggevende van onze afdeling neemt het voor ons op tijdens het veranderingsproces. 
ABM2  8 De leidinggevende van onze afdeling begeleidt de uitvoering van de verandering goed. 
ABM3r Yes 9 De leidinggevende van onze afdeling heeft er moeite mee zijn/haar stijl van leidinggeven aan 
te passen aan de veranderingen. 
ABM4r Yes 10 De leidinggevende van onze afdeling legt teveel nadruk op de problemen in de bestaande 
situatie en te weinig op de oplossing ervan. 
ABM5  11 De leidinggevende van onze afdeling is goed in staat zijn/haar nieuwe functie te vervullen. 
ABM6  12 De leidinggevende van onze afdeling besteedt voldoende aandacht aan de persoonlijke 
gevolgen die de veranderingen hebben voor de medewerkers. 
ATT1  13 De  directie heeft een duidelijke visie op een positieve toekomst. 
ATT2  14 De directie van de organisatie is actief betrokken bij de verandering. 
ATT3  15 De directie van de organisatie staat onvoorwaardelijk achter de verandering. 
GSS1  16 Als ik problemen heb, kan ik daar steeds bij mijn leidinggevende mee terecht. 
GSS2r Yes 17 Als ik een probleem aanhaal bij mijn  leidinggevende, lijkt hij/zij mij niet erg geïnteresseerd om 
mij te helpen zoeken naar een oplossing. 
GSS3  18 Mijn  leidinggevende moedigt mij aan om dingen te leren die ik nooit eerder gedaan heb. 
GSS4  19 Mijn leidinggevende kan zich inleven in mijn situatie. 
TIL1  20 De  directie van de organisatie doet wat zij zegt. 
TIL2  21 De directie past haar beleid consistent toe voor alle afdelingen. 
TIL3  22 De directie verstrekt volledige informatie over haar beslissingen aan afdelingen. 
TIL4  23 De wederzijdse communicatie tussen  de directie en de afdelingen is zeer goed. 
COH1r Yes 24 Ik betwijfel of al mijn collega’s voldoende competent zijn. 
COH2  25 Ik heb het volste vertrouwen in mijn collega’s. 
COH3r Yes 26 Er is zeer grote rivaliteit onder de collega’s in mijn afdeling. 
COH4  27 In onze organisatie worden medewerkers wel eens voor de kar van anderen gespannen. 
PM1  28 Beslissingen over het werk worden genomen in overleg met de betrokken medewerkers. 
PM2  29 Veranderingen worden steeds met de betrokkenen besproken. 
PM3  30 Richtlijnen kunnen van onderuit ter discussie worden gesteld. 
POL1  31 Binnen onze organisatie spelen machtsspelletjes tussen afdelingen een belangrijke rol. 
POL2  32 Vriendjespolitiek is binnen onze organisatie een belangrijk middel om dingen gedaan te 
krijgen. 
POL3  33 In onze organisatie worden medewerkers wel eens voor de kar van anderen gespannen. 
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COG1r Yes 34 Plannen voor toekomstige verbeteringen leveren meestal niet veel op. 
COG2r Yes 35 Ik denk dat de meeste veranderingen een negatieve invloed hebben op onze klanten. 
COG3r Yes 36 De meeste programma’s die problemen moeten oplossen zijn niet veel zaaks. 
COG4  37 Het merendeel van veranderingen zijn over het algemeen een goede zaak. 
COG5  38 Ik heb er vertrouwen in dat veranderingen tot de gewenste uitkomsten kunnen leiden. 
EMO1  39 Ik heb een goed gevoel met betrekking tot de verandering. 
EMO2  40 Ik ervaar de verandering als iets positiefs. 
EMO3  41 Ik ervaar de verandering als verfrissend. 
INT1  42 Ik ben bereid een duidelijke bijdrage te leveren aan de verandering. 
INT2  43 Ik wil mij inzetten in het kader van het veranderingsproces. 
INT3  44 Ik ben bereid om energie te steken in de veranderingen. 
Display A83 presents 8 questions where the answers have to be recoded, because of the reversed question.  
Display A84 presents the OCQ variables in column 1, the original text of the customized items in the OCQ in 
column 2, the customized question in column 3, and the reason for customizing in column 4. As the questions 
are in Dutch, Display A84is presented in the Dutch language.   
Display A84 Customized questions 
Variabele Originele tekst item Aangepaste tekst item Reden aanpassing 
Betrokkenheid in 
het 
veranderingsproces 
1) Ik word herhaaldelijk 
geïnformeerd over het 
verloop van de 
verandering.  
Ik word regelmatig 
geïnformeerd over het verloop 
van de verandering. 
Engelse vragenlijst gebruikt 
‘regularly’, hetgeen 
‘regelmatig’ betekent.  
 3) Er is goede communicatie 
over de aanpak van de 
verandering tussen 
projectleiders en 
medewerkers. 
Er is goede communicatie over 
de aanpak van de verandering 
tussen management en 
medewerkers. 
Bij Siza zijn geen specifieke 
projectleiders benoemd. Het 
management leidt het project.  
Competentie van 
het management 
om met 
verandering om te 
gaan 
7) De leidinggevenden van 
onze afdeling nemen het 
voor ons op tijdens het 
veranderingsproces. 
De leidinggevende van onze 
afdeling neemt het voor ons 
op tijdens het 
veranderingsproces. 
Van meervoud aangepast naar 
enkelvoud, omdat iedere 
afdeling 1 leidinggevende 
kent.  
 8) De leidinggevenden van 
onze afdeling begeleiden 
de uitvoering van de 
verandering goed. 
De leidinggevende van onze 
afdeling begeleidt de 
uitvoering van de verandering 
goed. 
Van meervoud aangepast naar 
enkelvoud, omdat iedere 
afdeling 1 leidinggevende kent 
 9) De leidinggevenden van 
onze afdeling hebben er 
moeite mee hun stijl van 
leidinggeven aan te 
passen aan de 
veranderingen. 
De leidinggevende van onze 
afdeling heeft er moeite mee 
zijn/haar stijl van leidinggeven 
aan te passen aan de 
veranderingen. 
Van meervoud aangepast naar 
enkelvoud, omdat iedere 
afdeling 1 leidinggevende kent 
 10) De leidinggevenden van 
onze afdeling leggen 
teveel nadruk op de 
problemen in de 
bestaande situatie en te 
weinig op de oplossing 
ervan . 
De leidinggevende van onze 
afdeling legt teveel nadruk op 
de problemen in de bestaande 
situatie en te weinig op de 
oplossing ervan . 
Van meervoud aangepast naar 
enkelvoud, omdat iedere 
afdeling 1 leidinggevende kent 
 11) De leidinggevenden van 
onze afdeling zijn goed in 
staat hun nieuwe functie 
te vervullen.  
De leidinggevende van onze 
afdeling is goed in staat 
zijn/haar nieuwe functie te 
vervullen.  
Van meervoud aangepast naar 
enkelvoud, omdat iedere 
afdeling 1 leidinggevende kent 
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 12) De leidinggevenden van 
onze afdeling besteden 
voldoende aandacht aan 
de persoonlijke gevolgen 
die de veranderingen 
hebben voor de 
medewerkers. 
De leidinggevende van onze 
afdeling besteedt voldoende 
aandacht aan de persoonlijke 
gevolgen die de veranderingen 
hebben voor de medewerkers. 
Van meervoud aangepast naar 
enkelvoud, omdat iedere 
afdeling 1 leidinggevende kent 
Attitude top 
tegenover 
verandering 
13) De  top heeft een 
duidelijke visie op een 
positieve toekomst. 
De  directie heeft een 
duidelijke visie op een 
positieve toekomst. 
‘Top’ gewijzigd in ‘directie’, 
omdat dit het hoogste 
overlegorgaan is binnen Siza 
en binnen Siza duidelijker 
maakt over wie het gaat. 
 14) De top  van de organisatie 
is actief betrokken bij de 
verandering. 
De directie  van de organisatie 
is actief betrokken bij de 
verandering. 
‘Top’ gewijzigd in ‘directie’, 
omdat dit het hoogste 
overlegorgaan is binnen Siza 
en binnen Siza duidelijker 
maakt over wie het gaat. 
 15) De top van de organisatie 
staat onvoorwaardelijk 
achter de verandering. 
 
De directie  van de organisatie 
staat onvoorwaardelijk achter 
de verandering. 
‘Top’ gewijzigd in ‘directie’, 
omdat dit het hoogste 
overlegorgaan is binnen Siza 
en binnen Siza duidelijker 
maakt over wie het gaat. 
Algemene 
ondersteuning 
door de directe 
chef 
16) Als ik problemen heb, kan 
ik daar steeds bij mijn chef 
mee terecht. 
Als ik problemen heb, kan ik 
daar steeds bij mijn manager 
mee terecht. 
‘Chef’ is gewijzigd in 
‘manager’, omdat de 
aanduiding ‘chef’ niet gebruikt 
wordt bij Siza. Het begrip 
‘manager’ wordt gebruikt in de 
Engelse versie en ook gebruikt 
binnen Siza.  
 17) Als ik een probleem 
aanhaal bij mijn  chef, lijkt 
hij mij niet erg 
geïnteresseerd om mij te 
helpen zoeken naar een 
oplossing. 
Als ik een probleem aanhaal bij 
mijn  manager, lijkt hij mij niet 
erg geïnteresseerd om mij te 
helpen zoeken naar een 
oplossing. 
‘Chef’ is gewijzigd in 
‘manager’, omdat de 
aanduiding ‘chef’ niet gebruikt 
wordt bij Siza. Het begrip 
‘manager’ wordt gebruikt in de 
Engelse versie en ook gebruikt 
binnen Siza. 
 18) Mijn  chef moedigt mij aan 
om dingen te leren die ik 
nooit eerder gedaan heb. 
Mijn  manager moedigt mij 
aan om dingen te leren die ik 
nooit eerder gedaan heb. 
‘Chef’ is gewijzigd in 
‘manager’, omdat de 
aanduiding ‘chef’ niet gebruikt 
wordt bij Siza. Het begrip 
‘manager’ wordt gebruikt in de 
Engelse versie en ook gebruikt 
binnen Siza. 
 19) Mijn chef kan zich inleven 
in mijn situatie. 
Mijn manager kan zich inleven 
in mijn situatie. 
‘Chef’ is gewijzigd in 
‘manager’, omdat de 
aanduiding ‘chef’ niet gebruikt 
wordt bij Siza. Het begrip 
‘manager’ wordt gebruikt in de 
Engelse versie en ook gebruikt 
binnen Siza. 
Vertrouwen in de 
top 
20) Het topmanagement van 
de organisatie doet wat zij 
zegt.  
De  directie van de organisatie 
doet wat zij zegt.  
‘Topmanagement’ gewijzigd in 
‘directie’, omdat dit het 
hoogste overlegorgaan is 
binnen Siza en binnen Siza 
duidelijker maakt over wie het 
gaat. 
 21) De top past zijn beleid 
consistent toe voor alle 
afdelingen. 
De directie past zijn beleid 
consistent toe voor alle 
afdelingen. 
‘Top’ gewijzigd in ‘directie’, 
omdat dit het hoogste 
overlegorgaan is binnen Siza 
en binnen Siza duidelijker 
maakt over wie het gaat. 
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 22) De top verstrekt volledige 
informatie over haar 
beslissingen aan 
afdelingen. 
De directie verstrekt volledige 
informatie over haar 
beslissingen aan afdelingen. 
‘Top’ gewijzigd in ‘directie’, 
omdat dit het hoogste 
overlegorgaan is binnen Siza 
en binnen Siza duidelijker 
maakt over wie het gaat. 
 23) De wederzijdse 
communicatie tussen  de 
directie en de afdelingen is 
zeer goed. 
 ‘Top’ gewijzigd in ‘directie’, 
omdat dit het hoogste 
overlegorgaan is binnen Siza 
en binnen Siza duidelijker 
maakt over wie het gaat. 
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APPENDIX A5 OCQ INVITATION AND REMINDERS 
This Appendix A4 presents the invitation and the reminders that were send to participate in the OCQ.  Box 1 
presents the first invitation that was send by email to participate in the OCQ.  
 
 
  
Beste medewerkers van de Service Organisatie,  
Mijn naam is Marinus van Petegem. Sommigen van jullie zullen mij kennen omdat ik in 2012 en 2013 als 
externe verbonden ben geweest aan SizaCollege. Naast mijn werk studeer ik managementwetenschappen 
aan de Open Universiteit. In het kader van de afronding van deze studie doe ik onderzoek naar factoren die 
van invloed zijn op de veranderbereidheid van medewerkers tijdens organisatieveranderingen. Siza heeft 
mij hiervoor in de gelegenheid gesteld om de medewerkers binnen de Service Organisatie te bevragen over 
hun mening over de organisatie en de organisatieveranderingen binnen de Service Organisatie. Dit 
onderzoek is vorige week door John Olde Olthof via de mail bij jullie aangekondigd.  
 
Deelnemen aan dit onderzoek doe je door het anoniem invullen van een korte online vragenlijst. Het 
beantwoorden van deze vragenlijst neemt ± 10 minuten van je tijd in beslag en bevat enkele algemene en 
meer specifieke vragen over de reorganisatie binnen de Service Organisatie van Siza. Met de uitkomsten 
van het onderzoek wordt het mogelijk om succesfactoren en verbeterpunten voor 
organisatieveranderingen binnen de Service Organisatie vast te stellen en in positieve zin te beïnvloeden. In 
het bijzonder wordt onderzocht welke effecten participatie (o.a. door deelname aan SO brede 
bijeenkomsten, klankbordgroepen en werkgroepen) heeft op de  veranderbereidheid. 
 
Wanneer je klikt op bovenstaande button, wordt je automatisch doorgeleid naar de vragenlijst (let op: het is 
niet mogelijk om de antwoorden tussentijds op te slaan).  
Ik zou je willen vragen om de vragenlijst vòòr vrijdag 21 maart in te vullen. De uitkomsten zullen na 
afronding  van het onderzoek aan alle medewerkers van de Service Organisatie worden gepresenteerd.  
 
Meer informatie over de achtergrond van het onderzoek vind je in de bijlage. Voor eventuele vragen over 
het onderzoek of over het invullen van de online vragenlijst kun je via onderstaande gegevens contact met 
mij opnemen.  
 
Met vriendelijke groet, 
 
Marinus van Petegem 
 
 
Bonkenhavestraat 164 
8043 TD Zwolle 
038-2304819 / 06-10881648 
www.ptgm.nl 
 
Box 1 Invitation to participate in the OCQ (2014, March 10) 
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Box 2 presents the reminder that was send by email for participation on the OCQ.  
Box 2 Reminder for participation in the OCQ (2014, March 17)  
 
 
 
 
 
 
 
 
 
 
Beste medewerkers van de Service Organisatie,  
 
Op dit moment is de vragenlijst voor het onderzoek naar veranderbereidheid tijdens 
organisatieveranderingen door 44% van de medewerkers ingevuld. Dank daarvoor!  
De betrouwbaarheid van de conclusies neemt echter toe naarmate er meer respons komt op het verzoek 
om deel te nemen.  
 
Mocht je de vragenlijst dus nog niet hebben ingevuld, doe dit dan alsnog door op onderstaande button te 
klikken en in een paar minuten de vragen uit de vragenlijst in te vullen.  
Je hebt tot en met a.s. vrijdag 21 maart om de vragenlijst in te vullen. 
 
Wanneer je klikt op bovenstaande button, wordt je automatisch doorgeleid naar de vragenlijst (let op: het is 
niet mogelijk om de antwoorden tussentijds op te slaan).  
Voor eventuele vragen over het onderzoek of over het invullen van de online vragenlijst kun je via 
onderstaande gegevens contact met mij opnemen.  
 
Met vriendelijke groet, 
 
Marinus van Petegem 
 
 
Bonkenhavestraat 164 
8043 TD Zwolle 
038-2304819 / 06-10881648 
www.ptgm.nl 
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Box 3 presents the final reminder that was send by email for participation in the OCQ.  
Box 3 Final reminder for participation in the OCQ (2014, March 20) 
 
  
Beste medewerkers van de Service Organisatie,  
 
A.s. vrijdag 21 maart wordt de vragenlijst voor het onderzoek naar veranderbereidheid tijdens 
organisatieveranderingen gesloten. Op dit moment heeft 57% deelgenomen aan het onderzoek.  
Het zou mooi zijn wanneer de respons de komende 2 dagen nog een eindspurt krijgt, waardoor de 
betrouwbaarheid van de conclusies toe zal nemen.  
 
Heb je de vragenlijst nog niet ingevuld? Doe dit dan alsnog door op onderstaande button te klikken!  
 
Indien de button niet werkt, kun je deze link aanklikken of kopiëren naar de adresbalk van je webbrowser:  
http://www.thesistools.com/web/?id=391624 
 
Met vriendelijke groet, 
 
Marinus van Petegem 
 
 
Bonkenhavestraat 164 
8043 TD Zwolle 
038-2304819 / 06-10881648 
www.ptgm.nl 
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APPENDIX A6 OCQ ANALYSIS 
This Appendix A6 presents all steps and full findings of the conducted OCQ analysis: scale evaluation (A6.1), 
correlations (A6.2), confirmatory factor analysis (A6.3), exploratory factor analysis (A6.4) known groups 
(A6.5), regression analysis (A6.6), and work-units (0). 
A6.1. SCALE EVALUATION 
The first step by Bouckenooghe (2009, p. 582) is conducting a scale evaluation. The next ten subsections 
present the reliability statistics for each scale. 
A6.1.1. INVOLVEMENT IN THE CHANGE PROCESS 
Display A85 presents the reliability statistics for ‘involvement in the change process’. 
Display A85 Reliability statistics ‘involvement in the change process’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.942 .942 6 
Display A85 presents a reliable scale for ‘involvement in the change process’, as the Cronbach’s Alpha is >.70 
recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A86 presents the Cronbach’s Alphas for each 
item if deleted.  
Display A86 Item-total statistics ‘involvement in the change process’ 
 Cronbach’s  
Alphas if item 
deleted 
INV1 .936 
INV2 .928 
INV3 .929 
INV4 .925 
INV5 .929 
INV6 .943 
Display A86 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.2. ABILITY OF MANAGEMENT TO LEAD CHANGE 
Display A87 presents the reliability statistics for ‘ability of management to lead change. 
Display A87 Reliability statistics ‘ability of management to lead change’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.881 .885 6 
Display A87 presents a reliable scale for ‘ability of management to lead change’, as the Cronbach’s Alpha is 
>.70 recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A88 presents the Cronbach’s Alphas for 
each item if deleted.  
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Display A88 Item-total statistics ‘ability of management to lead change’ 
 Cronbach’s  
Alphas if item 
deleted 
ABM1 .843 
ABM2 .840 
ABM3r .907 
ABM4r .863 
ABM5 .852 
ABM6 .850 
Display A88 presents improvement of Cronbach’s Alpha is possible if item ABM3r would be deleted. 
A6.1.3. ATTITUDE OF TOP MANAGEMENT TOWARD CHANGE 
Display A89 presents the reliability statistics for ‘attitude of top management toward change’. 
Display A89 Reliability statistics ‘attitude of top management toward change’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.767 .772 3 
Display A89 presents a reliable scale for ‘attitude of top management toward change’, as the Cronbach’s Alpha 
is >.70 recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A90 presents the Cronbach’s Alphas 
for each item if deleted.  
Display A90 Item-total statistics ‘attitude of top management toward change’ 
 Cronbach’s  
Alphas if item 
deleted 
ATT1 .691 
ATT2 .680 
ATT3 .690 
Display A90 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.4. GENERAL SUPPORT BY SUPERVISORS 
Display A91 presents the reliability statistics for ‘general support by supervisors’. 
Display A91 Reliability statistics ‘general support by supervisors’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.894 .896 4 
Display A91 presents a reliable scale for ‘general support by supervisors’, as the Cronbach’s Alpha is >.70 
recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A92 presents the Cronbach’s Alphas for each 
item if deleted.  
 
40 
 
Display A92 Item-total statistics ‘ability of management to lead change’ 
 Cronbach’s  
Alphas if item 
deleted 
GSS1 .845 
GSS2r .887 
GSS3 .877 
GSS4 .845 
Display A92 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.5. TRUST IN LEADERSHIP 
Display A93 presents the reliability statistics for ‘trust in leadership’. 
Display A93 Reliability statistics ‘trust in leadership’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.815 .812 4 
Display A93 presents a reliable scale for ‘trust in leadership’, as the Cronbach’s Alpha is >.70 recommended by 
Nunally (Bouckenooghe, 2008, p. 292). Display A94 presents the Cronbach’s Alphas for each item if deleted.  
Display A94 Item-total statistics ‘trust in leadership’ 
 Cronbach’s  
Alphas if item 
deleted 
TIL1 .826 
TIL2 .728 
TIL3 .701 
TIL4 .793 
Display A94 presents improvement of Cronbach’s Alpha is possible if item TIL1 would be deleted. 
A6.1.6. COHESION 
Display A95 presents the reliability statistics for ‘cohesion’. 
Display A95 Reliability statistics ‘cohesion’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.705 .717 4 
Display A95 presents a reliable scale for ‘cohesion’, as the Cronbach’s Alpha is >.70 recommended by Nunally 
(Bouckenooghe, 2008, p. 292). Display A96 presents the Cronbach’s Alphas for each item if deleted.  
Display A96 Item-total statistics ‘cohesion’ 
 Cronbach’s  
Alphas if item 
deleted 
COH1r .708 
COH2 .574 
COH3r .625 
COH4 .662 
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Display A96 presents improvement of Cronbach’s Alpha is possible if item COH1r would be deleted. 
A6.1.7. PARTICIPATORY MANAGEMENT 
Display A97 presents the reliability statistics for ‘participatory management’. 
Display A97 Reliability statistics ‘participatory management’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.839 .840 3 
Display A97 presents a reliable scale for ‘participatory management’, as the Cronbach’s Alpha is >.70 
recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A98 presents the Cronbach’s Alphas for each 
item if deleted.  
Display A98 Item-total statistics ‘participatory management’ 
 Cronbach’s  
Alphas if item 
deleted 
PM1 .773 
PM2 .767 
PM3 .790 
Display A98 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.8. POLITICKING  
Display A99 presents the reliability statistics for ‘politicking’. 
Display A99 Reliability statistics ‘politicking’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.733 .733 3 
Display A99 presents a reliable scale for ‘politicking’, as the Cronbach’s Alpha is >.70 recommended by Nunally 
(Bouckenooghe, 2008, p. 292). Display A100 presents the Cronbach’s Alphas for each item if deleted.  
Display A100 Item-total statistics ‘politicking’ 
 Cronbach’s  
Alphas if item 
deleted 
POL1 .691 
POL2 .629 
POL3 .617 
Display A100 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.9. COGNITIVE READINESS FOR CHANGE  
Display A101 presents the reliability statistics for ‘cognitive readiness for change’. 
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Display A101 Reliability statistics ‘cognitive readiness for change’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.781 .779 5 
Display A101 presents a reliable scale for ‘cognitive readiness for change’, as the Cronbach’s Alpha is >.70 
recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A102 presents the Cronbach’s Alphas for 
each item if deleted.  
Display A102 Item-total statistics ‘cognitive readiness for change’ 
 Cronbach’s  
Alphas if item 
deleted 
COG1r .713 
COG2r .710 
COG3r .779 
COG4 .752 
COG5 .739 
Display A102 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.10. EMOTIONAL READINESS FOR CHANGE  
Display A103 presents the reliability statistics for ‘emotional readiness for change’. 
Display A103 Reliability statistics ‘emotional readiness for change’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.912 .913 3 
Display A103 presents a reliable scale for ‘emotional readiness for change’, as the Cronbach’s Alpha is >.70 
recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A104 presents the Cronbach’s Alphas for 
each item if deleted.  
Display A104 Item-total statistics ‘emotional readiness for change’ 
 Cronbach’s  
Alphas if item 
deleted 
EMO1 .894 
EMO2 .824 
EMO3 .900 
Display A104 presents no improvement of Cronbach’s Alpha if an item would be deleted. 
A6.1.11. INTENTIONAL READINESS FOR CHANGE  
Display A105 presents the reliability statistics for ‘intentional readiness for change’. 
Display A105 Reliability statistics ‘intentional readiness for change’ 
Cronbach’s  
Alpha 
Cronbach’s Alpha  
based on standardized 
items 
N of 
items 
.921 .936 3 
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Display A105 presents a reliable scale for ‘intentional readiness for change’, as the Cronbach’s Alpha is >.70 
recommended by Nunally (Bouckenooghe, 2008, p. 292). Display A106 presents the Cronbach’s Alphas for 
each item if deleted.  
Display A106 Item-total statistics ‘intentional readiness for change’ 
 Cronbach’s  
Alphas if item 
deleted 
INT1 .951 
INT2 .851 
INT3 .870 
Display A106 presents improvement of Cronbach’s Alpha is possible if item INT1 would be deleted. 
A summary of scale reliability with Cronbach’s Alphas of the eleven variables is presented in Display A107, 
column 3. As all variables fulfil the >.70 level of internal consistency recommended by Nunally, used by 
Bouckenooghe to compose the variables and their items (2008, p. 292), all scales are tested with an 
acceptable internal consistency. 
Display A107 Cronbach’s Alphas 
Variables  Bouckenooghe (2008) This investigation 
Involvement in the change process .87 .94 
Ability of management to lead change .80 .88 
Attitude of top management toward change .72 .77 
General support by supervisors .80 .89 
Trust in leadership .79 .82 
Cohesion .77 .71 
Participatory management .78 .84 
Politicking .67 .73 
Cognitive readiness for change .69 .78 
Emotional readiness for change .84 .91 
Intentional readiness for change .86 .92 
Display A107 presents that all variables in this critical single-case study show a higher internal consistency than 
Bouckenooghe calculated in his research, with exception of ‘cohesion’. 
 
A6.2. CORRELATIONS 
To  determine the relationships between the variables, correlation coefficients have been calculated in SPSS. 
The output of the correlations is presented in Display A108 and is referred to in chapter 4.1.2. Correlations not 
being significant on the <.05  level are marked red. Variables correlating >0,80 have been made visual by 
marking its cell red.    
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Display A108 Inter-item correlations OCQ 
 (IN
V
) 
(A
B
M
) 
(A
T
T
) 
(G
S
S
) 
(T
IL
) 
(C
O
H
) 
(P
M
) 
(P
O
L
) 
(C
O
G
) 
(E
M
O
) 
(IN
T
) 
Involvement 
in the change 
process (INV) 
Pearson 
Correlation 1 .77 .68 .74 .69 -.05 .78 -.47 .64 .71 .35 
Sig. 
(2-tailed) 
- .00 .00 .00 .00 .65 .00 .00 .00 .00 .00 
Ability of 
management 
to lead 
change (ABM) 
Pearson 
Correlation .77 1 .50 .87 .57 .03 .75 -.49 .49 .52 ,12 
Sig. 
(2-tailed) .00 
- .00 .00 .00 .81 .00 .00 .00 .00 .28 
Attitude of 
topmanagem
ent toward 
change (ATT) 
Pearson 
Correlation .68 .50 1 .42 .67 -.13 .45 -.52 .49 .51 .20 
Sig. 
(2-tailed) .00 .00 
- .00 .00 .25 .00 .00 .00 .00 .06 
General 
support by 
supervisors 
(GSS) 
Pearson 
Correlation .74 .87 .42 1 .49 -,07 .77 -.38 .47 .49 .12 
Sig. 
(2-tailed) .00 .00 .00 
- .00 .51 .00 .00 .00 .00 .28 
Trust in 
Leadership 
(TIL) 
Pearson 
Correlation .69 .57 .67 .49 1 -.05 .62 -.60 .46 .49 .13 
Sig. 
(2-tailed) .00 .00 .00 .00 
- .62 .00 .00 .00 .00 .22 
Cohesion 
(COH) 
Pearson 
Correlation -.05 .03 -.13 -.07 -.05 1 -,04 -.27 .03 -.06 .08 
Sig. 
(2-tailed) .65 .81 .25 .51 .62 
- .74 .01 .77 .60 .47 
Participatory 
management 
(PM) 
Pearson 
Correlation .78 .75 .45 .77 .62 -.04 1 -.48 .46 .53 .12 
Sig. 
(2-tailed) .00 .00 .00 .00 .00 .74 
- .00 .00 .00 .27 
Politicking 
(POL) 
Pearson 
Correlation -.46 -.48 -.52 -.39 -.60 -.27 -.48 1 -.40 -.30 .12 
Sig. 
(2-tailed) .00 .00 .00 .00 .00 .01 .00 
- .00 .00. .25 
Cognitive 
readiness for 
change 
(COG) 
Pearson 
Correlation .64 .49 .49 .47 .46 .03 .46 -.41 1 .68 .41 
Sig. 
(2-tailed) .00 .00 .00 .00 .00 .77 .00 .00 
- .00 .00 
Emotional 
readiness for 
change 
(EMO) 
Pearson 
Correlation .71 .52 .51 .49 .49 -.06 .53 -.30 .68 1 .51 
Sig. 
(2-tailed) .00 .00 .00 .00 .00 .60 .00 .00 .00 
- .00 
Intentional 
readiness for 
change (INT) 
Pearson 
Correlation .35 .12 .20 .12 .13 .08 .12 -.13 .41 .51 1 
Sig. 
(2-tailed) .00 .28 .06 .28 .22 .47 .27 .25 .00 .00 
- 
Display A108 shows in general significant (<0,05) correlations between the variables, except for ‘cohesion’ and 
‘intentional readiness for change’.  
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‘Cohesion’ shows a significant (negative) correlation with ‘politicking’. ‘Intentional readiness for change’ shows 
a significant (positive) relation with ‘involvement in the change process’ and the other two dependent 
variables ‘cognitive readiness for change’ and ‘emotional readiness for change’. Display A108 also shows two 
highly correlated variables (>0,80):  ‘general support by supervisors’ and ‘ability of management to lead 
change’. To avoid multicollinearity, one of these both variables should be removed (Hacken, 2005, p. 21). 
Because a process variable of change highly correlates with a climate variable of change, the process variable 
is retained and the climate variable is removed, as process variables of change refer to the actual approach of 
how a specific change project is dealt with (Bouckenooghe, 2008, p. 562). Another argument is that there are 
only three process-variables and five climate-variables. Recalculated correlations with the removed variable 
‘general support by supervisors’ are presented in Display A109.  
Display A109 Inter-item correlations OCQ,  after deleting ‘general support by supervisors’  
 (IN
V
) 
(A
B
M
) 
(A
T
T
) 
(T
IL
) 
(C
O
H
) 
(P
M
) 
(P
O
L
) 
(C
O
G
) 
(E
M
O
) 
(IN
T
) 
(INV) 
Pearson Correlation 1 .77 .68 .69 -.05 .78 -.47 .64 .719 .35 
Sig.(2-tailed) - .00 .00 .00 .65 .00 .00 .00 .00 .00 
(ABM) 
Pearson Correlation .77 1 .50 .57 .03 .75 -.49 .49 .52 .12 
Sig.(2-tailed) .00 - .00 .00 .81 .00 .00 .00 .00 .28 
(ATT) 
Pearson Correlation .68 .50 1 .67 -.13 .45 -.52 .49 .51 .20 
Sig.(2-tailed) .00 .00 - .00 .25 .00 .00 .00 .00 .06 
(TIL) 
Pearson Correlation .69 .57 .67 1 -.05 .62 -.60 .46 .49 .13 
Sig.(2-tailed) .00 .00 .00 - .62 .00 .000 .00 .00 .22 
(COH) 
Pearson Correlation -.05 .03 -.13 -.05 1 -.04 -.27 .03 -.06 .08 
Sig.(2-tailed) .65 .81 .25 .62 - .74 .01 .77 .60 .47 
(PM) 
Pearson Correlation .78 .75 .45 .62 -.04 1 -.48 .46 .53 .12 
Sig.(2-tailed) .00 .00 .00 .00 .74 - .00 .00 .00 .27 
(POL) 
Pearson Correlation -.47 -.49 -.52 -.60 -.27 -.48 1 -.41 -.30 -.13 
Sig.(2-tailed) .00 .00 .00 .00 .011 .00 - .00 .004 .25 
(COG) 
Pearson Correlation .64 .49 .49 .46 .03 .46 -.41 1 .68 .41 
Sig.(2-tailed) .00 .00 .00 .00 .77 .00 .00 - .00 .00 
(EMO) 
Pearson Correlation .71 .52 .51 .49 -.06 .53 -.30 .68 1 .51 
Sig.(2-tailed) .00 .00 .00 .00 .60 .00 .00 .00  .00 
(INT) 
Pearson Correlation .35 .12 .20 .13 .08 .12 -.13 .41 .51 1 
Sig.(2-tailed) .00 .28 .06 .22 .47 .27 .25 .00 .00  
Recalculated correlations with ‘general support by supervisors (GSS)’ removed, shows no highly correlated 
variables (>0.80) anymore in Display A109. The ten remaining variables are taken to the next steps of factor 
analysis and regression analysis. 
A6.3. CONFIRMATORY FACTOR ANALYSIS  
To investigate the factor structure of the ten remaining variables, confirmatory factor analyses are conducted 
with a varimax rotation for the items of each variable separately. The next ten subsections present the findings 
of the confirmatory factor analysis for each factor. 
A6.3.1. INVOLVEMENT IN THE CHANGE PROCESS 
The six items that belong to the factor ‘involvement in the change process’ are inserted as variables in SPSS, in 
the procedure dimension reduction>factor, using varimax rotation. Display A110 presents the scree plot. 
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Display A110 Scree plot factor ‘involvement in the change process’ 
 
Display A110 shows one component with an eigenvalue >1, confirming ‘involvement in the change process’ as 
one factor. Display A111 presents the factor loadings on ‘involvement in the change process’.  
Display A111 Component matrix  ‘involvement in the change process’ 
Items Component 1 Questions 
INV4  .921 We are sufficiently informed of the progress of change 
INV2 .907 Information provided on change is clear 
INV3 .901 There is good communication between project leaders and staff members about the 
organization’s policy toward changes 
INV5 .898 Departments are consulted about the change sufficiently 
INV1 .854 I am regularly informed on how the change is going 
INV6 .806 Staff members were consulted about the reasons for change. 
 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘involvement in 
the change process’ is confirmed.  
A6.3.2. ABILITY OF MANAGEMENT TO LEAD CHANGE 
Six items that belong to the factor ‘ability of management to lead change’ are inserted as variables in SPSS, in 
the procedure dimension reduction>factor, using varimax rotation. Display A112 presents the scree plot.   
Display A112 Scree plot factor ‘ability of management to lead change’ 
 
Display A112 shows one component with an eigenvalue >1, confirming ‘ability of management to lead change’ 
as one factor. Display A113 presents the factor loadings on ‘ability of management to lead change’.  
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Display A113 Component matrix  ‘ability of management to lead change’ 
Items Component 1 Questions 
ABM2 .897 Our department’s senior managers coach us very well about implementing change 
ABM1 .882 Our department’s executives speak up for us during the change process 
ABM6 .843 Our department’s senior managers pay sufficient attention to the personal consequences 
that the changes could have for their staff members 
ABM5 .838 Our department’s executives are perfectly capable of fulfilling their new function 
ABM4r .779 Our department’s executives focus too much on current problems and too little on their 
possible remedies 
ABM3r .582 Our department’s senior managers have trouble in adapting their leadership styles to the 
changes. 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘ability of 
management to lead change’ is confirmed.  
A6.3.3. ATTITUDE OF TOP MANAGEMENT TOWARD CHANGE 
Three items that belong to the factor ‘attitude of top management to lead change’ are inserted as variables in 
SPSS, in the procedure dimension reduction>factor, using varimax rotation. Display A114 presents the scree 
plot.   
Display A114 Scree plot factor ‘attitude of top management to lead change’ 
 
 
Display A114 shows one component with an eigenvalue >1, confirming ‘attitude of top management to lead 
change’ as one factor. Display A115 presents the factor loadings on ‘attitude of top management to lead 
change’.  
Display A115 Component matrix  ‘attitude of top management to lead change’ 
Items Component 1 Questions 
ATT2 .830 Corporate management team are actively involved with the 
changes 
ATT1 .829  Corporate management team has a positive vision of the future 
ATT3 .827 Corporate management team supports the change process 
unconditionally. 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘attitude of top 
management to lead change’ is confirmed.  
A6.3.4. TRUST IN LEADERSHIP 
Four items that belong to the factor ‘trust in leadership’ are inserted as variables in SPSS, in the procedure 
dimension reduction>factor, using varimax rotation. Display A116 presents the scree plot.   
48 
 
Display A116 Scree plot factor ‘trust in leadership’ 
 
Display A116 shows one component with an eigenvalue >1, confirming ‘trust in leadership’ as one factor. 
Display A117 presents the factor loadings on ‘trust in leadership’.  
Display A117 Component matrix  ‘trust in leadership’ 
Items Component 1 Questions 
TIL3 .887 Corporate management team keeps all departments informed about its decisions 
TIL2 .860 Corporate management team consistently implements its policy to all departments 
TIL4 .761 Two way communication between corporate management team and departments is very 
good 
TIL1 .687 Corporate management team fulfills its promises. 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘trust in 
leadership’ is confirmed.  
A6.3.5. COHESION 
Four items that belong to the factor ‘cohesion’ are inserted as variables in SPSS, in the procedure dimension 
reduction>factor, using varimax rotation. Display A118 presents the scree plot.   
Display A118 Scree plot factor ‘cohesion’ 
 
Display A118 shows one component with an eigenvalue >1, confirming ‘cohesion’ as one factor. Display A119 
presents the factor loadings on ‘cohesion’.  
Display A119 Component matrix  ‘cohesion’ 
Items Component 1 Questions 
COH2 .817 I have confidence in my colleagues 
COH3r .760 There is strong rivalry between colleagues in my department 
COH4 .703 My department is very open 
COH1r .660 I doubt whether all my colleagues are sufficiently competent. 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘cohesion’ is 
confirmed.  
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A6.3.6. PARTICIPATORY MANAGEMENT 
Three items that belong to the factor ‘participatory management’ are inserted as variables in SPSS, in the 
procedure dimension reduction>factor, using varimax rotation. Display A120 presents the scree plot.   
Display A120 Scree plot factor ‘participatory management’ 
 
Display A120 shows one component with an eigenvalue >1, confirming ‘participatory management’ as one 
factor. Display A121 presents the factor loadings on ‘participatory management’.  
Display A121 Component matrix  ‘participatory management’ 
Items Component 1 Questions 
PM2 .877 Changes are always discussed with all people concerned  
PM1 .872 Decisions concerning work are taken in consultation with the staff who are affected 
PM3 .862 Front line staff and office workers can raise topics for discussion. 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘participatory 
management’ is confirmed.  
A6.3.7. POLITICKING  
Three items that belong to the factor ‘politicking’ are inserted as variables in SPSS, in the procedure 
dimension reduction>factor, using varimax rotation. Display A122 presents the scree plot.   
Display A122 Scree plot factor ‘politicking’ 
 
Display A122 shows one component with an eigenvalue >1, confirming ‘politicking’ as one factor. Display A123 
presents the factor loadings on ‘politicking’.  
 
Display A123 Component matrix  ‘politicking’ 
Items Component 1 Questions 
POL3 .826 Staff members sometimes is taken advantage of in our organization 
POL2 .819 In our organization, favoritism is an important way to achieve something 
POL1 .778 Within our organization, power games between the departments play an important role. 
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As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘politicking’ is 
confirmed.  
A6.3.8. COGNITIVE READINESS FOR CHANGE  
Five items that belong to the factor ‘cognitive readiness for change’ are inserted as variables in SPSS, in the 
procedure dimension reduction>factor, using varimax rotation. Display A124 presents the scree plot.   
Display A124 Scree plot factor ‘cognitive readiness for change’  
 
Display A124 shows one component with an eigenvalue >1, confirming ‘cognitive readiness for change’ as one 
factor. Display A125 presents the factor loadings on ‘cognitive readiness for change’.  
Display A125 Component matrix  ‘cognitive readiness for change’ 
Items Component 1 Questions 
COG2r .802 I think that most changes will have a negative effect on the clients we serve 
COG1r .789 Plans for future improvement will not come to much 
COG5 .740 I am confident that the changes  may contribute to the desired outcomes 
COG4 .703 Most of the changes are generally a good thing 
COG3r .604 Most change projects that are supposed to solve problems around here will not do much 
good. 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘cognitive 
readiness for change’ is confirmed.   
A6.3.9. EMOTIONAL READINESS FOR CHANGE  
Three items that belong to the factor ‘emotional readiness for change’ are inserted as variables in SPSS, in the 
procedure dimension reduction>factor, using varimax rotation. Display A126 presents the scree plot.   
Display A126 Scree plot factor ‘emotional readiness for change’  
 
Display A126 shows one component with an eigenvalue >1, confirming ‘emotional readiness for change’ as one 
factor. Display A127 presents the factor loadings on ‘emotional readiness for change’.  
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Display A127 Component matrix  ‘emotional readiness for change’ 
Items Component 1 Questions 
EMO2 .951 I experience the change as a positive process 
EMO1 .911 I have a good feeling about the change project 
EMO3 .906 I find the change refreshing 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘emotional 
readiness for change’ is confirmed.  
A6.3.10. INTENTIONAL READINESS FOR CHANGE  
Three items that belong to the factor ‘intentional readiness for change’ are inserted as variables in SPSS, in the 
procedure dimension reduction>factor, using varimax rotation. Display A128 presents the scree plot.   
Display A128 Scree plot factor ‘intentional readiness for change’  
 
 
Display A128 shows one component with an eigenvalue >1, confirming ‘intentional readiness for change’ as 
one factor. Display A129 presents the factor loadings on ‘intentional readiness for change’.  
Display A129 Component matrix  ‘intentional readiness for change’ 
Items Component 1 Questions 
INT2 .961 I want to devote myself to the process of change 
INT3 .952 I am willing to put energy into the process of change 
INT1 .911 I am willing to make a significant contribution to the change 
As all factor loadings exceed the >0.5 level in line with Bouckenooghe (2008, p. 188), the factor ‘intentional 
readiness for change’ is confirmed.  
 
A6.4. EXPLORATORY FACTOR ANALYSIS READINESS FOR CHANGE  
The factor structure of the OCQ dimension readiness for change is investigated with an exploratory factor 
analysis, to test if readiness for change can be considered as a multifaceted concept, divided in cognitive 
readiness for change, emotional readiness for change, and intentional readiness for change.     
The procedure Analyze>correlate>bivariate is employed, to test if the readiness for change variables correlate. 
The outcome is presented in Display A130. 
Display A130 Correlations of readiness for change variables 
 Cognitive Emotional Intentional 
Cognitive 1 .681 .407 
Emotional  .681 1 .513 
Intentional .407 .513 1 
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As Display A130 shows, the variables ‘cognitive readiness for change’ and ‘emotional readiness for change’ 
correlate reasonably positive, as they almost reach the .70 level (Hacken, 2009, p. 55). Therefore, an 
exploratory factor analysis is conducted by inserting all 11 items of the factors ‘cognitive readiness for change’, 
‘emotional readiness for change’, and ‘intentional readiness for change’ in SPSS, followed by the procedure 
dimension reduction>factor, using varimax rotation. 
Display A131 Scree plot readiness for change 
 
Display A131 shows three components with an eigenvalue >1, confirming ‘readiness for change’ as a 
multifaceted concept’ with three different factors. Display A132 presents the factor loadings on the three 
distinguished factors of ‘readiness for change’.  
Display A132 Rotated component matrix readiness for change 
Items 1 2 3 Questions 
EMO3 .845 .279 .015 I find the change refreshing 
EMO2 .839 .320 .197 I experience the change as a positive process 
EMO1 .836 .161 .272 I have a good feeling about the change project 
COG5 .742 .070 .281 I am confident that the changes  may contribute to the desired outcomes 
COG4 .716 .130 .221 Most of the changes are generally a good thing 
INT2 .166 .944 .060 I want to devote myself to the process of change 
INT3 .154 .935 .133 I am willing to put energy into the process of change 
INT1 .254 .835 .120 I am willing to make a significant contribution to the change 
COG3r .100 -.088 .825 Most change projects that are supposed to solve problems around here will 
not do much good. 
COG1r .270 .264 .753 Plans for future improvement will not come to much 
COG2r .382 .246 .659 I think that most changes will have a negative effect on the clients we serve. 
 
The first factor can be composed by the items EMO3, EMO2, EMO1, COG5, and COG4. This factor contains 
three items that are supposed to measure ‘emotional readiness for change’ and 2 items that are supposed to 
measure ‘cognitive readiness for change’. It must be noted that the items COG5 and COG4 were added to the 
OCQ, on suggestion by Bouckenooghe, as the three original items for ‘cognitive readiness for change’ are all 
reverse-scored and not very certain (see subsection 3.2.1, p.16).The second factor can be composed by the 
items INT2, INT3, and INT1. This factor contains three items that measure ‘intentional readiness for change’. 
The third factor can be composed by the items COG3r, COG1r, and COG2r. This factor contains three items 
that measure ‘cognitive readiness for change’. 
A6.5. KNOWN GROUPS 
This chapter presents known-groups validity analysis for job position (managerial/nonmanagerial),  
participating in all or none Large Group Interventions, and years of employment. 
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A6.5.1. MANAGERIAL/NONMANAGERIAL JOBPOSITION 
Because of the perceived difference between people holding managerial job positions and people holding 
nonmanagerial job positions (Bouckenooghe, et al., 2009, p. 585), known-groups on ‘job position’ were 
calculated. 
Display A133 presents the ten remaining variables, after removing ‘general support by supervisors’ in the 
previous step in paragraph 6.2, to avoid multicollinearity. Column 2-5 presents the means and standard 
deviations of each group. Deltas between means are calculated and verified for significance using the 
independent t-test at the <0.5 level, as presented in column 6 and 7. Positive significant deviations on job 
position are marked green.  
Display A133 Known groups managerial/nonmanagerial 
  Managerial Nonmanagerial   Independent t-test 
Mean SD Mean SD ∆ Sig. (2-tailed) 
Involvement in the change process 3.68 0.54 3.13 0.92 0.55 0.01 
Ability of management to lead change 3.55 0.56 3.31 0.81 0.24 0.37 
Attitude of top management toward change 3.83 0.48 3.28 0.71 0.55 0.02 
Trust in leadership 3.10 0.61 2.69 0.70 0.41 0.08 
Cohesion 3.53 0.57 3.51 0.68 0.01 0.96 
Participatory management 3.40 0.60 3.18 0.84 0.22 0.43 
Politicking 2.83 0.72 3.13 0.75 -0.29 0.25 
Cognitive readiness for change 3.66 0.53 3.35 0.61 0.31 0.13 
Emotional readiness for change 4.13 0.50 3.36 0.79 0.77 0.00 
Intentional readiness for change 4.53 0.50 4.12 0.51 0.41 0.02 
N =  10 77 
The first column of Display A133 shows similar findings in this investigation, as respondents holding a 
managerial position reported higher scores on all variables, except for ‘politicking’. It presents significant 
differences for managerial respondents on ‘involvement in the change process’, ‘attitude of top management 
toward change’, ‘emotional readiness for change’, and ‘intentional readiness for change’.  
Display A134 presents the means on all variables for respondents having a managerial job position in this 
investigation, compared to the study by Bouckenooghe, et al. (2009, p. 587) of the same group of respondents 
in the non-profit sector.   
Display A134 Known group managerial job position, compared to Bouckenooghe, et al. (2009) 
  This investigation Bouckenooghe Compared 
Managerial Independent t-test 
Mean Mean ∆ Sig. (2-tailed) 
Involvement in the change process 3.68 3.05 .63 .01 
Ability of management to lead change 3.55 3.29 .26 .18 
Attitude of top management toward change 3.83 3.51 .32 .06 
Trust in leadership 3.10 3.06 .04 .84 
Cohesion 3.53 3.60 -.07 .69 
Participatory management 3.40 3.83 -.43 .05 
Politicking 2.83 2.86 -.03 .91 
Cognitive readiness for change 3.66 3.61 .05 .77 
Emotional readiness for change 4.13 3.67 .46 .02 
Intentional readiness for change 4.53 4.19 .34 .06 
N =  10 237 
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Display A134 presents the mean scores on seven variables not deviating significantly. Significant positive 
deviations towards Bouckenooghe, et al. are presented for ‘involvement in the change process’ and ‘emotional 
readiness for change’. It also presents a significant negative deviation towards Bouckenooghe, et al. for 
‘participatory management’.  
Display A135 presents the means on all variables for respondents having a nonmanagerial job position in this 
investigation, compared to Bouckenooghe, et al. (2009, p. 587) of the same group of respondents in the non-
profit sector.   
Display A135 Known group nonmanagerial job position compared to Bouckenooghe, et al. (2009) 
  This investigation Bouckenooghe Compared 
Nonmanagerial Independent t-test 
Mean Mean ∆ Sig. (2-tailed) 
Involvement in the change process 3.13 2.74 .39 .00 
Ability of management to lead change 3.31 3.10 .21 .03 
Attitude of top management toward change 3.28 3.27 .01 .89 
Trust in leadership 2.69 2.69 .00 .98 
Cohesion 3.51 3.53 -.02 .83 
Participatory management 3.18 3.41 -.23 .02 
Politicking 3.13 3.27 -.14 .10 
Cognitive readiness for change 3.35 3.23 .12 .08 
Emotional readiness for change 3.36 3.43 -.07 .46 
Intentional readiness for change 4.12 4.08 .04 .48 
N =  77 229 
Display A135 presents the mean scores on seven variables not deviating significantly. Significant positive 
deviations towards Bouckenooghe, et al. are for ‘involvement in the change process’ and ‘ability of 
management to lead change’. It also presents a significant negative deviation towards Bouckenooghe, et al. 
for ‘participatory management’.  
A6.5.2. YEARS OF EMPLOYMENT 
The second question ‘How many years do you work for Siza’ was added to test if there’s a relationship 
between years of employment and readiness for change. Known-groups validity on years of employment is 
calculated. The first column of Display A136 shows the OCQ variables. Column 2 shows the group mean. 
Column 3-6 show the means of each year of employment group.  
The deltas between the year of employment groups and the total group mean is calculated and verified for 
significance (<.05) conducting an independent t-test, Significant positive deviations from the group mean are 
marked green. Significant negative deviations from the group mean are marked red.    
Display A136 Means years of employment 
Concepts Total 0-5 6-10 11-20 >20 
Involvement in the change process 3.19 3.62 2.56 3.12 3.37 
Participatory management 3.21 3.40 2.56 3.19 3.46 
Cognitive readiness for change 3.39 3.67 3.27 3.36 3.35 
Emotional readiness for change 3.45 4.00 2.93 3.33 3.55 
Intentional readiness for change 4.17 4.47 3.93 4.15 4.18 
N= 87 15 18 18 36 
Display A136 presents four positive deviations from the group mean for 0-5 years of employment and four 
negative deviations from the group mean for 6-10 years of employment. Longer year of employment does not 
deviate from the group mean.  
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Important notion is the fact that the groups 11-20, and >20 years of employment contain 62% of all 
respondents, resulting in findings closer toward the total mean. Significant relationships between years of 
employment and readiness for change have not been tested, but with regard to the findings it should be taken 
into consideration in future research. 
A6.5.3. PARTICIPATING IN ALL/NONE LARGE GROUP INTERVENTIONS 
Large Group Interventions (LGI) provide a shifting awareness to participating employees, which affects their 
readiness for change in a positive way (Van Nistelrooij & De Wilde, 2008), which implies different findings in 
readiness for change between ‘employees participating Large Group Interventions’ and ‘employees not 
participating Large Group Interventions’. Because of this perceived difference, known groups validity on 
participating all LGI’s an none of the LGI’s is calculated. The first column of Display A137 page shows the ten 
variables. Column 2-5 shows the means and standard deviations of each group. The deltas between the group 
means is calculated and verified for significance using the independent t-test, as shown in column 6 and 7. 
Positive significant deviations on participating LGI’s are marked green.  
Display A137 Known group participating/not participating Large Group Interventions 
 Variables 
  
Not participating 
in LGI’s  
Participating in 
LGI’s 
  Independent t-test 
Mean SD Mean SD ∆ Sig. (2-tailed) 
Involvement in the change process 3.10 0.82 3.78 0.55 0.68 0.00 
Ability of management to lead change 3.26 0.75 3.62 0.64 0.36 0.07 
Attitude of top management toward change 3.23 0.59 3.74 0.68 0.51 0.02 
Trust in leadership 2.72 0.53 2.96 0.80 0.24 0.30 
Cohesion 3.51 0.64 3.31 0.59 -0.20  0.24 
Participatory management 3.12 0.75 3.49 0.59 0.37 0.04 
Politicking 3.21 0.84 2.90 0.88 -0.31 0.22 
Cognitive readiness for change 3.23 0.67 3.77 0.47 0.54 0.01 
Emotional readiness for change 3.20 0.90 4.03 0.44 0.83 0.00 
Intentional readiness for change 3.96 0.40 4.44 0.48 0.48 0.01 
N= 25 13 
Display A137 presents the mean scores on four variables not deviating significantly. It presents significant 
positive deviations on ‘involvement in the change process’, ‘attitude of top management toward change’, 
‘participatory management,  and all three dependent variables ‘cognitive readiness for change’, ‘emotional 
readiness for change’, and ‘readiness for change for ‘employees participating Large Group Interventions’. The 
biggest difference for ‘employees participating Large Group Interventions’  is shown on ‘emotional readiness 
for change’.  
A6.6. REGRESSION ANALYSIS  
Multiple linear regression analysis have been conducted, to determine to what extent the presumed enablers 
of ‘readiness for change’ explain the variance in cognitive readiness for change (A6.6.1), emotional readiness 
for change (A6.6.2), and intentional readiness for change (A6.6.3).  
A6.6.1. COGNITIVE READINESS FOR CHANGE 
A regression analysis is conducted with the climate variables of change, process variables of change, and 
‘managerial job position’ as independent variables, and ‘cognitive readiness for change’ as dependent variable.  
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When independent variables turned out to be not significant, the least significant variable was removed before 
the regression analysis was repeated (Koop, 2009, p. 101). Display A138 presents the in serial order removed 
independent variables with their level of significance.  
Display A138 Removed independent variables cognitive readiness for change 
Independent variable Significance 
Ability of management to lead change 0.97 
Job position 0.82 
Cohesion 0.80 
Attitude of top management toward change 0.71 
Trust in leadership 0.71 
Participatory management 0.25 
Politicking 0.15 
‘Ability of management to lead change’ was the first independent variable to be removed, with a significance 
of .98. Repeating the regression analysis disclosed ‘job position’ as the next highest non-significant variable to 
be removed, with a significance of .82. The last non-significant variable that had to be removed in order to 
achieve a significant model, was ‘politicking’ with a significance of .15.  Display A139 presents ‘involvement in 
the change process’ as the remaining significant independent variable, as none of the other independent 
variables turned out to be significant (<.05).  
Display A139 Significant independent variables on cognitive readiness for change 
 Unstandardized coefficients Standardized 
coefficients t-value Sig. 
B Std. error Beta 
Constant 2.02 .18 - 10.98 .00 
Involvement in the change process .43 .06 .64 7.74 .00 
Display A139 presents ‘involvement in the change process’ with an unstandardized coefficient Beta of .43, with 
a significance of .00. This regression presents ‘involvement in the change process’ having a significant positive 
relationship with ‘cognitive readiness for change’. Display A140 presents the model summary.  
Display A140 Model summary cognitive readiness for change 
R R square Adjusted R 
square 
Std. error of 
the estimate 
.64 .41 .41 .46 
Display A140 presents an adjusted R
2
 of 0.41, which means that 41% of the variance in ‘cognitive readiness for 
change’ can be explained by ‘involvement in the change process’. Thus, the regression formula is: Cognitive 
readiness for change = 2.02 + 0.43*involvement in the change process, explaining 41% of the variance. 
A6.6.2. EMOTIONAL READINESS FOR CHANGE 
Regression analysis is conducted with the climate variables of change, process variables of change, and 
‘managerial job position’ as independent variables, and ‘emotional readiness for change’ as dependent 
variable. When independent variables turned out to be not significant, the least significant variable has been 
removed before the regression analysis was repeated (Koop, 2009, p. 101). This process has been repeated, 
until a significant model of independent variables remained. Display A141 shows the in serial order removed 
independent variables with their level of significance. 
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Display A141 Removed independent variables emotional readiness for change 
Independent variable Significance 
Participatory management  0.96 
Cohesion 0.92 
Trust in leadership 0.90 
Ability of management to lead change 0.86 
Attitude of top management toward change 0.75 
Politicking 0.59 
‘Participatory management’ was the first independent variable to be removed, with a significance of 0.96. 
Repeating the regression analysis disclosed ‘cohesion’ as the next highest non-significant variable to be 
removed, with a significance of 0.92. The last non-significant variable that had to be removed in order to 
achieve a significant model, was ‘politicking’ with a significance of 0.59. Display A142 presents ‘involvement in 
the change process’ and the variable ‘job position’ as remaining significant independent variables, as none of 
the other independent variables turned out to be significant (<.05).  
Display A142 Significant independent variables on emotional readiness for change 
 Unstandardized coefficients Standardized coefficients 
t-value Sig. 
B Std. error Beta 
Constant 1.49 .22 - 6.78 .00 
Job position (managerial) .44 .19 .18 2.31 .02 
Involvement in the change process .60 .07 .67 8.85 .00 
Display A142 presents ‘involvement in the change process’ with an unstandardized coefficient Beta of .60, 
with a significance of .00. It also presents ‘managerial job position’ with an unstandardized coefficient Beta of 
.44 , with a significance of .02. This regression presents ‘involvement in the change process’ and ‘managerial 
job position’ having a significant positive relationship with ‘emotional readiness for change’. Display A143 
presents the model summary.  
Display A143 Model summary emotional readiness for change 
R R square Adjusted R 
square 
Std. error of 
the estimate 
.73 .53 .52 .55 
Display A143 presents an adjusted R
2
 of 0.52, which means that 52% of the variance in ‘emotional readiness for 
change’ can be explained by the predictor ‘involvement in the change process’ and ‘managerial job position’. 
Thus, the regression formula is: Emotional readiness for change = 1.49 + 0.60*involvement in the change 
process + 0.44*managerial job position, explaining 52% of the variance. 
A6.6.3. INTENTIONAL READINESS FOR CHANGE 
Regression analysis is conducted with the climate variables of change, process variables of change, and 
‘managerial job position’ as independent variables, and ‘intentional readiness for change’ as dependent 
variable.  
When independent variables turned out to be not significant, the least significant variable has been removed 
before the regression analysis was repeated (Koop, 2009, p. 101). This process has been repeated, until a 
significant model of independent variables remained. Display A144 shows the in serial order removed 
independent variables with their level of significance. 
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Display A144 Removed independent variables intentional readiness for change 
Independent variable Significance 
Politicking 0.55 
Attitude of top management toward change 0.61 
Cohesion 0.27 
Participatory management  0.21 
Trust in leadership 0.14 
Job position 0.09 
‘Politicking’ was the first independent variable to be removed, with a significance of .55. Repeating the 
regression analysis disclosed ‘attitude of top management toward change’ as the next highest non-significant 
variable to be removed, with a significance of .61. The last non-significant variable that had to be removed in 
order to achieve a significant model, was ‘job position’ with a significance of .09. Display A145 presents 
‘involvement in the change process’ and ‘ability of management to lead change’ as remaining significant 
independent variables, as none of the other independent variables turned out to be significant (<.05).  
Display A145 Significant independent variables on intentional readiness for change 
 Unstandardized coefficients Standardized coefficients 
t-value Sig. 
B Std. error Beta 
Constant 3.83 .23 - 16.88 .00 
Involvement in the change process .37 .09 .64 4.08 .00 
Ability of management to lead 
change 
-.25 .10 -.38 -2.40 .02 
Display A145 presents ‘involvement in the change process’ with an unstandardized coefficient Beta of .37, with 
a significance of .00. It also presents ‘ability of management to lead change’ with an unstandardized 
coefficient Beta of -.25, with a significance of .02. This regression presents ‘involvement in the change process’ 
having a significant positive relationship with ‘intentional readiness for change’ and ‘ability of management to 
lead change’ having a significant negative relationship with ‘intentional readiness for change’. Display A146 
presents the model summary. 
Display A146 Model summary intentional readiness for change 
R R square Adjusted R 
square 
Std. error of 
the estimate 
.42 .18 .16 .48 
Display A146 presents an adjusted R
2
 of .16, which means that 16% of the variance in ‘intentional readiness for 
change’ can be explained by the predictors ‘involvement in the change process’ and ‘ability of management to 
lead change’. Thus, the regression formula is: Intentional readiness for change = 3.83 + 0.37*involvement in 
the change process – 0.25*ability of management to lead change, explaining 16% of the variance. 
The findings of the three conducted regression analysis in this case study are summarized in Display A147. 
Display A147 Regression formulas 
 Regression formulas Explanation 
variance 
Cognitive readiness for change 2.02 + (.43*involvement in the change process) 41% 
Emotional readiness for change 
1.49 + (.60*involvement in the change process) + 
(.44*managerial job position) 
52% 
Intentional readiness for change 
3.83 + (.37*involvement in the change process) – 
(.25*ability of management to lead change) 
16% 
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A6.7. WORK-UNITS 
This subsection answers the question how different collective attitudes (teams) about a specific change 
project affect the emergence of an individual attitude toward change in general. Display A148 presents the 
variables with significant deviating means per team. As a result of conducting one sample t-tests, positive 
significant deviations per team towards the total means are marked green and negative significant deviations 
are marked red.  
Display A148 Means per team  
Variable Total Comm. ICT Facility Finance HR RE 
Involvement in the change process 3.19 2.83 3.05 3.58 4.04 3.06 2.60 
Ability of management to lead change 3.34 3.25 3.67 3.55 3.99 3.21 2.22 
Attitude of top management toward change 3.34 3.17 2.73 3.49 3.90 3.44 2.90 
Trust in leadership 2.74 2.06 2.50 2.97 3.41 2.52 2.38 
Participatory management 3.21 2.50 3.33 3.70 3.64 3.11 2.15 
Politicking 3.09 3.58 3.45 3.03 2.55 3.06 3.38 
Cognitive readiness for change 3.39 3.40 3.24 3.40 3.97 3.40 2.85 
Emotional readiness for change 3.45 3.00 3.48 3.70 3.90 3.42 2.69 
N= 87 4 11 23 14 22 13 
Display A148 shows that different collective attitudes affect the team means for eight different variables. 
Means from employees from the Communications team and the Human Resource team did not deviate 
significantly from the group mean. Employees from the ICT team score significantly higher on ‘ability of 
management to lead change’ and significantly lower on ‘attitude of top management toward change’. 
Employees from the Facility team score significantly higher on ‘involvement in the change process’ and 
‘participatory management’. Employees from the Finance team score significantly higher on ‘involvement in 
the change process’, ‘ability of management to lead change’, ‘attitude of top management toward change’, 
‘trust in leadership’,  ‘participatory management’ and ‘cognitive- and emotional readiness for change’, and 
significantly lower on ‘politicking’. Employees from the Real Estate team (RE) score significantly lower on 
‘involvement in the change process’, ‘ability of management to lead change’, ‘attitude of top management 
toward change’, ‘participatory management’ and ‘cognitive- and emotional readiness for change’. 
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APPENDIX A7 SYSTEMS CONSTELLATION ANALYSIS 
This appendix A7 introduces the five phases of the systems constellation (A7.1 ), the methodology  (A7.2), the 
findings of the conducted systems constellation (A7.3), and the conclusions (A7.4).  
A7.1. SYSTEMS CONSTELLATION 
The procedure for conducting a systems constellation generally covers five phases (Jurg, 2010, p. 24): the 
introduction phase (A7.1.1), projection phase (A7.1.2), intervention phase (A7.1.3), vision phase (A7.1.4), and 
debriefing phase (A7.1.5). Each phase is described in the next five subsections and applied to the conducted 
system constellation.  
A7.1.1.  INTRODUCTION PHASE  
Constellations start with a short and focused dialogue between the problem owner and the facilitator (Jurg, 
2010, p. 24), in this case in presence of the student. Problem owner for this constellation was Siza’s Human 
Resource manager, as being responsible for designing Siza’s Service Organizations’ change process. Facilitator 
for this constellation was Jurg, as being an experienced systems constellation facilitator.   
May 21,  2014,  the presumed relevant elements and interventions were discussed in the short and focused 
dialogue between the problem owner, facilitator and the student. OCQ findings have not been made 
available, to avoid influence on the systems constellation. Problem owners proposed elements  and 
interventions were made leading and were discussed to assure the possibility of supporting or not supporting 
the findings of the OCQ. Display A149 presents the key elements being introduced in the constellation on June 
24, 2014. The first column presents the elements, the second column presents the symbol representing the 
element in the systems constellation. A symbol is chosen to avoid influencing the stand-ins, as stand-ins 
should neither know the problem owner nor the problem (Jurg, et al., 2013, p. 152). The third column presents 
the stage in which the element were introduced. 
 Display A149 Key elements in the systems constellation 
Element Symbol Stage 
Internal customers Siza I 1 
Employees ready for change V 1 
Employees not ready for change N 1 
Interim director O 1 
Interim Human Resource manager S 1 
Development program customer orientation W 1 
‘Internal customers’ are introduced, because increasing internal customer focus is one of the main goals of 
Siza’s change program. ‘Employees ready for change’ and ‘employees not ready for change’ are introduced to 
determine the relationship between ‘involvement in the change process’ and ‘readiness for change’,  ‘interim 
director’, and ‘interim Human Resource manager’ are introduced as being responsible for the design and 
execution of the change program. The ‘development program customer orientation’ is assumed to influence 
the degree of perceived involvement in the change process of employees, and is therefore taken into account.   
Display A150 presents the introduced elements in the systems constellation conducted by the interim Human 
Resource manager on June 24, 2014. The first column presents the elements, the second column the symbol 
representing the element in the constellation to avoid influencing the stand-ins, the third column presents the 
stage in which the element is introduced. The stages are used to split up the process of interventions to 
determine the impact of different sets of interventions.  
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Display A150 Interventions in the constellation 
Element Symbol Stage 
Meetings involving employees in developing the process of customer orientation  B 2 
Reorganization R 2 
Departing employees G 2 
Recognition ritual E 2 
Professional development program for all remaining employees P 3 
Removing interim director and interim Human Resource manager O, S 4 
New manager policy & advice L 4 
New manager services & administration M 4 
Kick-off new organization K 4 
A7.1.2.  PROJECTION PHASE  
The projection phase takes place after the introduction of the constellation-methodology at the constellation. 
The problem owner is welcomed in a room with unknown people and is asked by the facilitator to select a 
person for each element. The selected people who symbolize these elements are called stand-ins. The 
problem owner projects his associations with the element on the selected person, and positions it as a stand-in 
of the element in the room, without any further communication or intervention by the facilitator (Jurg, 2010, 
p. 25).  Display A151 presents the end of the projecting phase, showing al the stand-ins positioned by the 
problem owner in the room.  
Display A151 End of projection phase 
Display A152 presents the legend of symbols in Display A151.  
Display A152 Legend End of projection phase 
Symbol Element 
I Internal customers Siza 
V Employees ready for change 
N Employees not ready for change 
O Interim director 
S Interim Human Resource manager 
W Development program customer orientation 
A7.1.3. INTERVENTION PHASE 
During the intervention phase the facilitator deepens the system metaphor by conducting interventions to 
identify and improve the relationships between the stand-ins of the constellation in two ways (Jurg, 2010, p. 
26):  
1) Repositioning stand-ins to reveal the emergent patterns that he identified 
2) Initiating the expression of implicit emotions of stand-ins that he identified 
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Display A153 presents the intervention phase, after stand-ins from stage 2 are introduced and are being 
repositioned in accordance with the improvement processes as described above.  
Display A153 End of intervention phase  
 
Because ‘V’ and ‘R’ are inferior displayed, an extra  picture from a different viewpoint from the same moment  
is presented in Display A154 with marks on ‘V’ and R’. 
Display A154 End of intervention phase from another viewpoint 
 
Display A155 presents the legend of symbols in Display A153 and Display A154. 
Display A155 Legend End of intervention phase  
Symbol Element 
I Internal customers Siza 
V Employees ready for change 
N Employees not ready for change 
O Interim director 
S Interim Human Resource manager 
W Development program customer orientation 
B Meetings involving employees in developing the process of customer orientation  
R Reorganization 
G Departing employees 
E Recognition ritual 
The structure of the constellation at the end of the intervention phase, shows no remarkable changes for 5 of 
the 6 core elements  from the projection phase. Only ‘employees not ready for change (N)’ shows a 
remarkable repositioning compared to the end of the projection phase, when he chose to follow ‘recognition 
ritual (E)’ at the moment she chose the outermost position in the room in relation to all the other elements.  
A7.1.4.  VISION PHASE  
The vision phase reveals configurations with positive and/or negative feedback loops, and ends with the vision 
constellation as final configuration (Jurg, 2010, p. 27). Display A156 presents the picture of the final 
configuration at the end of stage 4. 
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Display A156 Final configuration 
 
Display A157 presents the legend of Display A156. 
Display A157 Legend final constellation 
Symbol Element 
I Internal customers Siza 
V Employees ready for change 
N Employees not ready for change 
O Interim director 
S Interim Human Resource manager 
W Development program customer orientation 
B Meetings involving employees in developing the process of customer orientation  
R Reorganization 
G Departing employees 
E Recognition ritual 
M New manager services & administration 
L New manager policy & advice 
P Professional development program for all remaining employees 
K Kick-off new organization 
‘Kick-off new organization (K)’ is almost invisible on the photo in Display A156. ‘Kick-off new organization (K)’  
is standing in front of ‘new manager services & administration (M) and ‘new manager policy & advice (L)’, and 
is marked at her feet in front of ‘new manager policy & advice (L)’. 
The structure of the final configuration at the end of the vision phase, shows no remarkable changes for 8 of 
the 10 core elements  from the intervention phase. Stand-in ‘interim director (O)’  was removed from the 
constellation in accordance with the first intervention of stage 4. Stand-in ‘reorganization (R)’ moved from the 
center to the left side of the circle. Stand-in ‘interim Human Resource manager (S)’ which should have been 
removed also, declared it couldn’t be removed from the constellation yet. The other stand-ins almost didn’t 
move. Stand-in ‘employees not ready for change (N)’ stayed at the same remarkable position as at the end of 
the intervention phase, together with ‘recognition ritual (E)’ at the outermost position in the room in relation 
to all the other stand-ins.  
A7.1.5.  DEBRIEFING PHASE  
In the debriefing phase, the facilitator asks the problem owner to reveal the situation and the meaning of the 
elements, to be able to reflect on the experiences. This phase closes the constellation procedure (Jurg, 2010, p. 
27). In this phase the problem owner, facilitator stand-ins and spectators are sitting in a circle and have a 
dialogue. As the debriefing phase is focusing on finalizing the systems constellation, this phase make no part 
of the analysis and can be viewed on the video recordings in Supplement 2 on the SD-card.  
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A7.2.  METHODOLOGY 
This chapter describes the methodology for the systems constellation, and covers the subsections data 
collection (A7.2.1) and data analysis (A7.2.2). The systems constellation was conducted to be able to answer 
the second sub question: ‘Is the claim on a positive relationship between involvement in the change process 
and readiness for change supported by a systems constellation in this case study? 
A7.2.1. DATA COLLECTION 
Systems constellations are a way to make the hidden dynamics of any system visible (Herder-Wynne, 2013, p. 
1) and deal with some disadvantages of self-reporting battery’s. Roevens (2008, p. 31) defines a system as a 
collection of elements, and the relationships between them. Roevens states that a whole is more than the sum 
of its parts and a whole often has characteristics which one would not imagine when only considering its 
components. Systems constellations differ from other problem identification techniques by their combination 
of a holistic perspective and an emotional approach (Jurg, 2010, pp. 8-9). A holistic perspective focuses on the 
elements and relationships emerging from the whole rather than decomposing problems into the basic 
elements that form the core of the problem. An emotional approach includes bodily experiences, feelings and 
intentions as well as spontaneous verbal outbursts based on these emotions rather than logical (vertical) 
verbalization and an encouragement to employ grounded arguments (p. 9). 
Systems constellations start with the introduction phase, a short and focused dialogue between the problem 
owner and the facilitator (Jurg, 2010, p. 24), in this case in presence of the student. Problem owner for this 
systems constellation is Siza’s Human Resource manager, being responsible for designing Siza’s change 
process. Facilitator for this systems constellation is Jurg, an experienced systems constellation facilitator (Jurg, 
2010). Presumed relevant elements and interventions for the systems constellation were discussed in a short 
and focused dialogue between the problem owner, facilitator and student. The OCQ findings were not made 
insightful in advance to the problem owner, to avoid influence of the OCQ findings on the systems 
constellation.  
The projection phase (Jurg, 2010, p. 25) was conducted after the introduction of the systems constellation-
methodology at the systems constellation. The problem owner was welcomed in a room with people 
unfamiliar with the problem and the problem owner. He was asked by the facilitator to select a person for each 
element. The selected people who symbolize these elements are called stand-ins. A symbol is chosen to avoid 
influencing the stand-ins (Jurg, et al., 2013, p. 152). The problem owner implicitly projects his associations with 
the elements on the selected persons, and positions them in the room, without any further communication or 
intervention by the facilitator (Jurg, 2010, p. 25).  
During the intervention phase, the facilitator deepens the systems metaphor by conducting interventions to 
identify and improve the relationships between the stand-ins of the constellation in two ways (Jurg, 2010, p. 
26): repositioning stand-ins to reveal the emergent patterns that he identified and initiating the expression of 
implicit emotions of stand-ins that he identified. The vision phase reveals configurations with positive and/or 
negative feedback loops, and ends with the vision constellation as final configuration (Jurg, 2010, p. 27). In the 
debriefing phase, the facilitator asks the problem owner to reveal the situation and the meaning of the 
elements, to be able to reflect on the experiences. This phase closes the constellation procedure (Jurg, 2010, p. 
27). In this phase the problem owner, facilitator, stand-ins and spectators are sitting in a circle and have a 
dialogue.  
The systems constellation was video recorded from two positions in the room, to be able to get a clear view of 
the stand-ins in the room and to provide visual material to analyze (Hattink, 2013, p. 27). 
65 
 
A7.2.2. DATA ANALYSIS 
Kopp & Martinuzzi (2013, p. 198) state that social network analysis is a similar method to systems 
constellations that is discussed under different terms. Şandru (2010, p. 63) describes the operational concepts 
most frequently used in social network analysis, and divides the operational concepts in (a) concepts relating 
to interaction and (b) concepts relating to structure. Operational concepts relating to interaction (p. 70) focus on 
interaction frequency and duration, directional flow to determine the transactional symmetry, link diversity 
and the relational content. As stand-ins are expected to interact in systems constellations by way of the 
facilitator (Jurg, 2010, p. 26) and not directly to other stand-ins, operational concepts relating to interaction do 
not seem appropriate for analysis. Operational concepts relating to structure (Şandru, 2010, p. 71), focus on 
network size, network density, degree of connection, centrality and clusters. As the operational concepts 
relating to structure can be analyzed by means of the visual material of the recorded systems constellation, 
the systems constellation was analyzed using the operational concepts relating to structure, that are 
extensively used nowadays in comparative analysis in many studies on the dynamics of social networks 
(Şandru, 2010, p. 73). 
The operational concepts network size, network density, degree of connection, centrality, and clusters are 
being applied to the end of the projection phase and the end of stage 2 of the intervention phase. This way the 
projection of the problem owner can be distinguished from the intervention phase, after the interventions 
were made to reveal emergent patterns (Jurg, 2010, p. 26). 
Network size is the most important measure of a network because all other measures are calculated by 
reference to it (Şandru, 2010, p. 71). Network size means all theoretical possible connections in a network. 
Network size is calculated as [N(N-1)/2], where N = the total number of members in a network (p. 72). 
Network density is the degree to which its members are in direct relationship with each other (Şandru, 2010, p. 
72). It is a measure of actual connections between the members from all possible connections. It is an indicator 
of the intensity of social exchange between the network members. Network density is calculated as the ratio 
between the actual and the theoretically possible connections: D = 100 Na / [N(N-1)/2] where Na = the number 
of existing (actual) connections. N = the total number of members in the network and D = the network density 
(p. 72). Actual connections in the systems constellation are measured by face-to-face contact, because face-
to-face interaction is critical when many people are involved (Nohria & Eccles, 2000, p. 1665) and face-to-face 
contact is particular important in environments where information is imperfect (Storper & Venables, 2004, p. 
351), as argued before in the act of selecting operational concepts relating to structure above operational 
concepts relating to interaction. To determine face-to-face contact between stand-ins, the ophthalmology 
concept ‘visual field’ is introduced. According to clinical science, a normal visual field covers 140 degrees 
(Hardus, et al., sd, p. 2067). To analyze which stand-ins are in each other’s visual field, snapshot photos at the 
end of the projection phase and the end of stage two in the intervention phase are modified for each stand-in, 
with a blue colored in perspective drawn visual field of 140 degrees. When a stand-in is in the visual field of 
another stand-in, shown by being with both feet on the blue colored visual field, face-to-face contact is 
determined. As network density is an indicator of intensity of social exchange between network members, 
only mutual face-to-face contact is counted as actual connection.   
The degree of connection is a measure which was calculated individually, for each member of the network. It 
represents the total number of members each member is in contact with; so, the concept is an ‘operational 
measure of intensity of social exchange’ for each member in a network (Şandru, 2010, p. 72). The calculation 
formula is as follows: d = 2 Na / N, where d = the degree; N = the total number of members in network; and Na 
= the number of actual connections. Na is multiplied by two, because each relationship involves two members.   
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Centrality  refers to the closeness of a network member to the other members in the network (Freeman, 1979).  
The greater the centrality of people, the chances of controlling resources are greater (Şandru, 2010, after 
Boissevan, 1974).The person with the highest degree of centrality in a communication network receives and 
transmits the largest number of messages and thus has the greatest influence on the network. Centrality of a 
member in a network is calculated as the smallest distance sum from each member in the network to all other 
members (Freeman, 1979). To analyze the distances between the stand-ins, snapshot photos from the end of 
the projection phase and the end of stage two in the intervention phase are provided with a grid of square 
cells, drawn in the right perspective. By counting the square cells, the distances between the stand-ins are 
calculated. The square cells between the nearest feet of stand-ins were counted, to determine the relative 
distances between them. Cells with the biggest part of the nearest foot of a stand-in will not be counted, cells 
with the smaller part of the nearest foot will be counted. 
Clusters are parts of a network having a high density. Compared with the rest of the network map, members 
who belong to a cluster have closer relations with each other (Şandru, 2010, p. 73). A network map is a visual 
image of a network (Freeman, 2000, p. 2). Therefore, the snapshot photo’s at the end of the projection phase 
and at the end of stage two in the intervention phase are used as a network map. As closeness of stand-ins is 
measured to determine centrality by relative distances, these scores were used for cluster analysis to see if 
evident clusters are distinguished. The relative distances between the stand-ins at the end of the projection 
phase and the end of stage two of the intervention phase were separately inserted in SPSS. K-means cluster 
analysis were conducted for two clusters at the end of the projection phase and at the end of stage two in the 
intervention phase. The procedure: Analyze>Classify>K-Means cluster is conducted for two clusters, with 
‘cluster membership’ marked. When the cluster findings couldn’t be supported by clusters that visually 
developed clusters on the snapshot photo’s, the procedure was repeated for an extra cluster, until visual 
confirmation was established.  
To answer the sub question ‘Is the retained key claim of the OCQ supported by a systems constellation in this 
case study?’, three propositions concerning ‘involvement in the change process’ were formulated for stand-ins 
‘employees ready for change (V)’ and ‘employees not ready for change (N)’. ‘Involvement in the change 
process’ is measured by degree of connection, centrality and clusters. Degree of connection represents the 
total number of members each member is in contact with. A higher number of contact with other members in 
the network indicates a higher ‘involvement in the change process’. The OCQ finding of ‘involvement in the 
change process’ is supported if the degree of connection for ‘employees ready for change’ is higher than the 
degree of connection of ‘employees not ready for change’, in both phases of the systems constellation. A small 
score on centrality indicates a great influence on the network. Therefore it is assumed that centrality score for 
‘employees ready for change’ is smaller than for  ‘employees not ready for change’ in both phases of the 
systems constellation. Clusters are part of a network having a high density. ‘Employees ready for change’ are 
assumed to be part of a cluster having a higher density than ‘employees not ready for change’, at the end of 
both phases in the systems constellation. The three propositions are presented in Display A158, to determine 
if the OCQ findings are supported by a systems constellation.  
Display A158 Propositions systems constellations 
Propositions 
1. Degree of connection is higher for ‘employees ready for change’ than for ‘employees not ready for change’ at the end 
of the projection phase and at the end of stage 2 of the intervention phase. 
2. Centrality score is smaller for ‘employees ready for change’ than ‘employees not ready for change’ at the end of the 
projection phase and at the end of the projection phase. 
3. ‘employees ready for change’ are part of a cluster having a higher density than ‘employees not ready for change’ at the 
end of the projection phase and at the end of stage 2 of the intervention phase. 
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Propositions 1 and 2 are confirmed, if significant positive deviations from the group means are distinguished 
for ‘employees ready for change’ or significant negative deviations from the group mean are distinguished for 
‘employees not ready for change’. Significance is determined by conducting independent t-tests at the <.05 
level. Proposition 3 is confirmed if ‘employees ready for change’ are part of a cluster having a higher density. 
The sub question ‘Is the retained key claim of the OCQ supported by a systems constellation in this case 
study?’ can be answered for the positive relationship between involvement in the change process and 
readiness for change when all three propositions are confirmed.  
A7.3.  FINDINGS 
As described in subsection 3.3.2., the operational concepts relating to structure are being applied to the end of 
the projection phase (Display A151) and the end of the intervention phase (Display A153). The next five 
subsections describe the five operational concepts subsequently.   
A7.3.1. NETWORK SIZE 
The network size is the most important measure of a network because all other measures are calculated by 
reference to it (Şandru, 2010, p. 71). The size means all theoretical possible connections in a network, taking 
into account both direct and indirect relations. Network size is calculated as [N(N-1)/2] (p. 72), where N = the 
total number of people in network.  
A. END OF PROJECTION PHASE  
In the projection phase, six stand-ins are set up, so in the projection phase N=6. Network size at the end of the 
projection phase now can be calculated as [6(6-1)/2]= 15.  
 
B. END OF INTERVENTION PHASE 
At the end of stage 2 in the intervention phase ten stand-ins are set up, so N = 10. Network size at the end of 
stage 2 in the intervention phase now can be calculated as [10(10-1)/2]= 45.  
A7.3.2.  NETWORK DENSITY 
Network density is the degree to which its members are in direct relationship with each other (Şandru, 2010, p. 
72). In other words, network density is a measure of actual relations between people from all possible 
relationships. It is an indicator of intensity of communication or social exchange between network members. 
The network density is calculated as the ratio between actual and theoretical possible connections: D = 100 Na 
/ [N(N-1)/2] where Na = the number of existing (actual) connections. N = the total number of people in the 
network and D = the network density (p. 72). 
Network density is an indicator of intensity of communication or social exchange. In a systems constellation, 
intensity of communication between stand-ins is being influenced by the facilitator. Positions of stand-ins are 
determined by the mind of the problem owner and emotional experiences of the stand-ins themselves. 
Therefore, positions of stand-ins are being used, to measure social exchange between stand-ins. Face-to-face 
conversations provide a richness of interaction seemingly unmatched by any other means of communication 
(Hollan & Stornetta, 1992, p. 119), as face-to-face contact provides social presence (p. 120). Because network 
density is an indicator of intensity of communication or social exchange, visual contact therefore is considered 
very important. To get insight into face-to-face interaction, necessary to determine social exchange by 
position between stand-ins in a systems constellation and being able to measure the actual relationships 
between stand-ins, the ophthalmology concept ‘visual field’ is introduced. According to clinical science, a 
normal visual field covers 140 degrees (Hardus, et al., sd, p. 2067).  
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To analyze which stand-ins are in each other’s visual field at the end of the projection phase and at the end of 
stage two in the intervention phase of the systems constellation, the photos in Display A151 and Display A153 
are modified for each stand-in with a blue colored in perspective drawn visual field of 140 degrees.  
When a stand-in is in the visual field of another stand-in, shown by being with both feet on the blue colored 
visual field,  social exchange is assumed and the stand-in is considered being connected. 
A. END OF PROJECTION PHASE  
The snapshot photos, modified for each stand-in with a blue colored in perspective drawn visual field of 140 
degrees on the end of the projection phase, are presented in Display A159. 
Display A159 Six stand-ins with visual fields 
 
As described in subsection 3.3.2, a stand-in is considered to be in the visual field of the marked stand-in. when 
it is with both feet on the blue colored visual field. Social exchange is assumed and the stand-in is considered 
being connected. An overview of stand-ins being in the visual field of another stand-in is presented in Display 
A160. ‘See’ in column 8 presents the amount of stand-ins each stand-in in column 1 sees. ‘Be seen’ in row 8 
presents by which amount the stand-ins in row 1 are seen.  
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Display A160 Connections   
Stand-ins (I) (V) (N) (O) (S) (W)  See 
Internal customers Siza (I) - 1 1 1 1 1 5 
Employees ready for change (V) 0 - 0 1 1 1 3 
Employees not ready for change (N) 0 0 - 0 0 0 0 
Interim director (O) 1 1 0 - 0 1 3 
Interim Human Resource manager (S) 1 1 1 1 - 0 4 
Development program customer orientation (W) 1 1 1 1 0 - 4 
Be seen 3 4 3 4 2 3 - 
Display A160 presents the connections for each stand-in. Columns 2-7 present the same stand-ins as in row 2-
7, just labelled by the symbol and not by each stand-ins full name to create an clear display. Display A160 
makes it possible to see if there’s an actual connection. As network density is an indicator of intensity of 
communication or social exchange between network members, only the mutual connections are counted as 
actual connections.  An overview of actual connections for each stand-in is presented in Display A161.  
Display A161 Actual connections 
Stand-ins Actual connections 
Internal customers Siza (I) 3 
Employees ready for change (V) 3 
Employees not ready for change (N) 0 
Interim director (O) 3 
Interim Human Resource manager (S) 2 
Development program customer orientation (W) 3 
Total 14 
Display A161 presents the stand-ins ‘internal customers (I)’, ‘employees ready for change (V)’, ‘interim director 
(O)’, and ‘development program for customer orientation (W)’ as stand-ins with the most actual connections. 
The stand-in ‘employees not ready for change (N)’ has no actual connections.  
Overall network density is calculated: D=100 Na / [N(N-1)/2] where Na = the number of existing (actual) 
connections. N = the total number of people in the network and D = the network density (Şandru, 2010, p. 72). 
Overall network density at the end of the projection phase is 100*14/15=93%. According to Şandru analysts 
should be cautious when comparing different networks density because there is a clear relationship between 
density and size. In a large-scale network, members must develop more relationships to have the same density 
as a small network (p. 72).  
B. END OF STAGE 2 INTERVENTION PHASE 
The photos, modified for each stand-in with a blue colored in perspective drawn visual field of 140 degrees on 
the end of stage 2 in the intervention phase, are presented in Display A162. When a stand-in is in the visual 
field of another stand-in, shown by being with both feet on the blue colored visual field, social exchange is 
assumed and the stand-in is considered a connection. 
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Display A162 Ten stand-ins with visual fields 
 
An overview of stand-ins being in the visual field of another stand-in is presented in Display A163. ‘See’ in 
column 12 presents the amount of stand-ins each stand-in in column 1 sees. ‘Be seen’ in row 12 presents by 
which amount the stand-ins in row 1 are seen.  
Display A163 Connections  
Stand-ins (I) (V) (N) (O) (S) (W) (B) (R) (G) (E) See 
Internal customers Siza (I) - 0 1 1 1 1 0 1 1 1 7 
Employees ready for change (V) 1 - 0 1 1 1 1 1 1 0 7 
Employees not ready for change (N) 0 0 - 0 1 1 1 1 1 0 5 
Interim director (O) 1 1 0 - 0 0 1 1 0 0 4 
Interim Human Resource manager (S) 1 1 0 1 - 0 1 1 0 0 5 
Development program customer 
orientation (W) 
1 1 1 1 1 - 1 1 1 1 9 
Meetings involving employees in 
developing the process of customer 
orientation (B) 
1 1 1 1 1 1 - 1 1 1 9 
Reorganization (R) 1 0 0 0 0 0 1 - 0 0 2 
Departing employees (G) 1 1 0 1 1 1 1 1 - 0 7 
Recognition ritual (E) 1 0 1 1 1 1 1 1 1 - 8 
Be seen 8 5 4 7 7 6 8 9 6 3 - 
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Display A163 presents the connections for each stand-in. Columns 2-11 present the same stand-ins as in row 2-
11, just labelled by the symbol and not by each stand-ins full name to create an clear display. Display A163 
makes it possible to see if there’s an actual connection. As network density is an indicator of intensity of 
communication or social exchange between network members, only the mutual connections are counted as 
actual connections.  An overview of actual connections for each stand-in is presented in Display A164.  
Display A164 Actual connections 
Stand-ins Actual connections 
Internal customers Siza (I) 6 
Employees ready for change (V) 5 
Employees not ready for change (N) 2 
Interim director (O) 3 
Interim Human Resource manager (S) 3 
Development program customer orientation (W) 6 
Meetings involving employees in developing the process of customer orientation (B) 8 
Reorganization (R) 2 
Departing employees (G) 4 
Recognition ritual (E) 3 
Total 42 
Display A164 presents ‘meetings involving employees in developing the process of customer orientation (B)’  
as the stand-in with the most actual connections. It also presents ‘employees not ready for change (N)’ and 
‘reorganization (R)’ with the least actual connections.  Overall network density is calculated: D = 100 Na / [N(N-
1)/2] where Na = the number of existing (actual) connections. N = the total number of people in the network 
and D = the network density (Şandru, 2010, p. 72).Overall network density at the end of stage 2 of the 
intervention phase is 100*42/45=93%.  
A7.3.3.  DEGREE OF CONNECTION 
The degree of connection is a measure which can be calculated individually, for each member of the network. 
The degree of a point in the network represents the total number of actors with which that point is in contact, 
so the concept is an ‘operational measure of intensity of communication or social exchange’ for each actor in a 
network (Şandru, 2010, p. 72). The calculation formula is as follows: d = 2 Na / N where d = the degree; N = the 
total number of people in network; Na = the number of existing (actual) connections. Na is multiplied by two 
because each relationship involves two people. The degree of connection is a measure that corrects the 
density index. Two networks with the same density can have different degrees of connection in the sense that 
the members of the network with higher degree maintain, on average, more relationships with others than the 
members of the network with lower degree (p. 72). 
A. END OF PROJECTION PHASE  
The calculation formula for degree of connection is: d = 2 Na / N. The number of existing (actual) connections 
is retrieved by taking the connections from column 2 in Display A161 and multiply them by 2.  
Display A165 Degrees of connection projection phase 
Stand-ins Actual connections. 
multiplied by 2  
Total number of 
people 
Degrees of 
connection 
Internal customers Siza (I) 6 6 1.00 
Employees ready for change (V) 6 6 1.00 
Employees not ready for change (N) 0 6 0.00 
Interim director (O) 6 6 1.00 
Interim Human Resource manager (S) 4 6 0.67 
Development program customer orientation (W) 6 6 1.00 
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Display A165 presents ’internal customers Siza (I)’, ‘employees ready for change (V)’, the ‘interim director (O)’, 
and the ‘development program for customer orientation (W)’ as the stand-ins with the strongest degree of 
connection. ‘Interim Human Resource manager (S)’ shows a little less stronger degree of connection. 
‘Employees not ready for change (N)’ shows to have no degree of connection at all, indicating employees not 
ready for change are not in direct relationship with other stand-ins in the network and have no social 
exchange. 
Analysis of degree of connection at the end of the projection phase, presents ‘employees ready for change (V)’ 
as one of the stand-ins with the strongest degree of connection, along with the ‘interim director (O)’, ‘internal 
customers Siza (I)’,  and the ‘development program for customer orientation (W)’. Degree of connection 
between stand-ins is used as an indicator for involvement in the change process. A strong degree of 
connection in the social network indicates a high involvement in the change process. Proposition 1 is 
supported for the end of the projection phase, when a significant positive deviation from the group mean is 
distinguished for ‘employees ready for change’ or a significant negative deviation from the group mean is 
distinguished for ‘employees not ready for change’.  
To determine significant deviations, degrees of connection for ‘employees ready for change (V)’, and 
‘employees not ready for change (N)’ have been calculated and compared to the group mean. Deviations are 
tested for significance by conducting independent t-tests. The findings are presented in Display A166.   
Display A166 One sample t-test degrees of connection projection phase  
Stand-ins Degrees of 
connection 
Group means Deltas Significances 
Employees ready for change (V) 1 .78 .22 .24 
Employees not ready for change (N) 0 .78 -.78 .01 
Display A166 presents ‘employees not ready for change’ deviating negatively on degree of connection from 
the group mean with -.78, with a significance of .01.  
B. END OF STAGE 2 INTERVENTION PHASE 
The calculation formula for degree of connection is: d = 2 Na / N. The number of existing (actual) connections 
is retrieved by taking the connections from column 2 in Display A164, and multiply them by 2.  
Display A167 Degree of connection intervention phase 
Stand-ins Actual connections 
multiplied by 2 
Total number of 
people 
Degrees of 
connection 
Internal customers Siza (I) 12 10 1.20 
Employees ready for change (V) 10 10 1.00 
Employees not ready for change (N) 4 10 0.40 
Interim director (O) 6 10 0.40 
Interim Human Resource manager (S) 6 10 0.60 
Development program customer orientation (W) 12 10 1.20 
Meetings involving employees in developing the 
process of customer orientation (B) 
16 10 1.60 
Reorganization (R) 4 10 0.40 
Departing employees (G) 8 10 0.80 
Recognition ritual (E) 6 10 0.60 
Display A167 presents ‘meetings involving employees in developing the process of customer orientation (B)’ as 
stand-in with the strongest degree of connection, followed by ‘internal customers Siza (I)’ and  ‘development 
program customer orientation (W)’. ‘Employees not ready for change (N)’, ‘interim director (O)’, and 
‘reorganization (R)’ show to have the weakest degree of connection.  
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Analysis of degree of connection at the end of stage 2 of the intervention phase, presents ‘meetings involving 
employees in developing the process of customer orientation (B)’ as stand-in with the strongest degree of 
connection. ‘Employees ready for change (V)’ is fourth highest stand-in with a strong degree of connection. 
Degree of connection is used as an indicator for involvement in the change process. A strong degree of 
connection in the social network indicates a high involvement in the change process. Proposition 1 is 
supported for the end of stage 2 of the intervention phase, when a significant positive deviation from the 
group mean is distinguished for ‘employees ready for change’ or a significant negative deviation from the 
group mean is distinguished for ‘employees not ready for change’.  
To determine significant deviations, degrees of connection for ‘employees ready for change (V)’, and 
‘employees not ready for change (N)’ have been calculated and compared to the group mean. Deviations are 
tested for significance by conducting independent t-tests. The findings are presented in Display A168. 
Display A168 One sample t-test degree of connection intervention phase 
Stand-ins Degrees of connection Group means Deltas Significances 
Employees ready for change (V) 1 .82 .22 .20 
Employees not ready for change (N) 0.4 .82 -.42 .01 
Display A168 presents ‘employees not ready for change’ deviating negative on degree of connection from 
group mean with -.42, with a significance of .01. 
The proposition on degree of connection is presented in Display A169. 
Display A169 Proposition 1: degrees of connection  
Proposition Sub conclusion 
1. Degree of connection is higher for ‘employees ready for change’ than for ‘employees not ready for 
change’ at the end of the projection phase and at the end of stage 2 of the intervention phase. 
Confirmed 
Proposition 1 is confirmed at the end of the projection phase, and at the end of stage 2 of the intervention 
phase, as degrees of connection are significant higher for ‘employees ready for change’ than for ‘employees 
not ready for change’. 
A7.3.4.  CENTRALITY 
Centrality refers to the position that an individual has in the network (Şandru, 2010, p. 72). The greater the 
centrality of people the chances of controlling resources are greater. The notion of centrality is effective, to 
analyze the influence of exchange relationships between individuals (p. 72). The person with the highest 
degree of centrality in a communication network receives and transmits the largest number of messages and 
thus has the greatest influence on the network (p. 72). 
Centrality of a member in a network is calculated as the smallest distance sum from each member in the 
network to all other members (Freeman, 1979). To analyze the distances between the stand-ins, snapshot 
photos from the end of the projection phase and the end of stage two in the intervention phase, are provided 
with a grid of square cells, drawn in the right perspective. By counting the square cells, the distances between 
the stand-ins are calculated. The square cells between the nearest feet of stand-ins were counted, to 
determine the relative distances between them. Cells with the biggest part of the nearest foot of a stand-in 
will not be counted, cells with the smaller part of the nearest foot will be counted. 
As centrality is calculated by distances between persons in a network, it can be applied to a systems 
constellation, by measuring distances between stand-ins in the different stages.  
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To analyze the distance between stand-ins at the end of the projection phase and at the end of stage two in 
the intervention phase, the photos in Display A151 and Display A153 are modified with an in perspective drawn 
grid. By counting the square cells, the relative distance between the stand-ins can be calculated and 
presented.   
A. END OF PROJECTION PHASE  
Display A170 presents the end of the projecting phase with a grid of square cells, drawn in the right 
perspective.  
Display A170 End of projecting phase with grid  
 
The square cells between the nearest feet of stand-ins are counted, to determine the relative distances 
between them. Cells with the biggest part of the nearest foot of a stand-in are not counted. Cells with a 
smaller part of a foot are counted. The relative distances between the stand-ins are presented in Display A171.  
Display A171 Relative distances between stand-ins projection phase 
Stand-ins (I) (V) (N) (O) (S) (W) Total Centrality 
Internal customers Siza (I) - 1 8 4 6 2 21 4.20  
Employees ready for change (V) 1 - 6 1 3 2 13 2.60 
Employees not ready for change (N) 8 6 - 2 2 3 21 4.20 
Interim director (O) 4 1 2 - 1 1 9 1.80 
Interim Human Resource manager (S) 6 3 2 1 - 1 13 2.60 
Development program customer 
orientation (W) 
2 2 3 1 1 - 9 1.80 
Display A171 shows ‘interim director (O)’ and ‘development program customer orientation (W)’ as stand-ins 
with the smallest  average distance to the other stand-ins, and therefore as stand-ins with the greatest 
centrality and highest influence in the network. It also shows ‘internal customers Siza (I)’ and ‘employees not 
ready for change (N)’ as stand-ins with the lowest centrality and therefore weakest influence in the network. 
Analysis of centrality at the end of the projection phase, presents  ‘interim director (O)’ and ‘development 
program customer orientation (W)’ as stand-ins with the smallest  average distance to the other stand-ins, and 
therefore as stand-ins with the greatest centrality and highest influence in the network. It also shows 
‘employees ready for change (V)’ having a middle high centrality and influence in the network and ‘employees 
not ready for change (N)’ as stand-ins with the lowest centrality and therefore weakest influence in the 
network. Centrality of stand-ins is used as an indicator for involvement in the change process. A low score on 
centrality indicates a high involvement in the change process, and a high score on centrality indicates a low 
involvement in the change process. Proposition 2 is supported for the end of the projection phase, when a 
significant positive deviation from the group mean is distinguished for ‘employees ready for change’ or a 
significant negative deviation from the group mean is distinguished for ‘employees not ready for change’. 
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To determine significant deviations, centrality scores for ‘employees ready for change (V)’, and ‘employees not 
ready for change (N)’ have been calculated and compared to the group mean. Deviations are tested for 
significance by conducting independent t-tests at the <.05 level. The findings are presented in Display A172. 
Display A172 One sample t-test centrality projection phase  
Stand-ins Centrality Group means Deltas Significances 
Employees ready for change (V) 2.60 2.87 .27 .58 
Employees not ready for change (N) 4.20 2.87 -1.33 .03 
 
Display A172 presents ‘employees not ready for change’ deviating negatively on centrality from the group 
mean with -.1.33, with a significance of .01. 
B. END OF STAGE 2 INTERVENTION PHASE 
Display A173 presents the end of stage 2 of the intervention phase with a grid of square cells, drawn in the 
right perspective.  
Display A173 End of stage 2 intervention phase with grid  
 
The square cells between the nearest feet of stand-ins are counted, to determine the relative distances  
between them. Cells with the biggest part of the nearest foot of a stand-in are not counted. Cells with a 
smaller part of a foot are counted. The relative distances between the stand-ins are presented in Display A174.  
Display A174 Relative distances between stand-ins intervention phase 
Stand-ins (I) (V) (N) (O) (S) (W) (B) (R) (G) (E) Total Centrality 
Internal customers Siza (I) - 2 11 4 5 4 2 2 7 13 50 5.56 
Employees ready for change (V) 2 - 9 2 5 7 5 3 6 11 50 5.56 
Employees not ready for change 
(N) 
11 9 - 6 7 9 11 8 5 0 66 7.33 
Interim director (O) 4 2 6 - 2 4 5 1 2 8 34 3.78 
Interim Human Resource 
manager (S) 
5 5 7 2 - 1 5 2 2 9 38 4.22 
Development program customer 
orientation (W) 
4 7 9 4 1 - 2 3 3 11 42 4.67 
Meetings involving employees in 
developing the process of 
customer orientation (B) 
2 5 11 5 5 2 - 3 8 13 54 6.00 
Reorganization (R) 2 3 8 1 2 3 3 - 4 9 35 3.88 
Departing employees (G) 7 6 5 2 2 3 8 4 - 6 43 4.78 
Recognition ritual (E) 13 11 0 8 9 11 13 9 6 - 80 8.89 
Display A174 shows ‘interim director (O)’ as stand-in with the smallest average distance to the other stand-ins, 
and therefore as stand-in with the greatest centrality and highest influence in the network. It is nearly followed 
by ‘reorganization (R)’ on the second place for great centrality.  Display A174 also shows ‘recognition ritual (E)’ 
as stand-in with the lowest centrality and therefore weakest influence in the network, followed by ‘employees 
not ready for change (N)’ on the second place for low centrality. 
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Analysis of centrality at the end of stage 2 of the intervention phase, presents ‘interim director (O)’ as stand-in 
with the smallest  average distance to the other stand-ins, and therefore as stand-in with the greatest 
centrality and highest influence in the network. It also presents ‘recognition ritual (E)’ as stand-in with the 
lowest centrality and therefore weakest influence in the network. Centrality of stand-ins is used as an indicator 
for involvement in the change process. A low score on centrality indicates a high involvement in the change 
process and a high score on centrality indicates a low involvement in the change process. Proposition 2 is 
supported for the end of stage two of the intervention phase, when a significant positive deviation from the 
group mean is distinguished for ‘employees ready for change’ or a significant negative deviation from the 
group mean is distinguished for ‘employees not ready for change’. 
To determine significant deviations, centrality scores for ‘employees ready for change (V)’, and ‘employees not 
ready for change (N)’ have been calculated and compared to the group mean. Deviations are tested for 
significance by conducting independent t-tests. The findings are presented in Display A175. 
Display A175 One sample t-test centrality intervention phase 
Stand-ins Centrality Group means Deltas Significances 
Employees ready for change (V) 5.56 5.47 .09 .86 
Employees not ready for change (N) 7.33 5.47 -1.86 .01 
Display A175 presents ‘employees not ready for change’ deviating negative on centrality from the group mean 
with -.1.86, with a significance of .01. 
The proposition on centrality is presented in Display A176. 
Display A176 Proposition 2: centrality 
Proposition Sub conclusion 
2. Centrality score is smaller for ‘employees ready for change’ than ‘employees not ready for change’ 
at the end of the projection phase and at the end of the projection phase 
Confirmed 
Proposition 2 is confirmed at the end of the projection phase and at the end of stage 2 of the intervention 
phase,  as centrality score is significant smaller for ‘employees ready for change’ than for  ‘employees not 
ready for change’. 
A7.3.5.  CLUSTERS 
Clusters are part of a network having a high density. Compared with the rest of the network map, people who 
belong to a cluster have closer relations with each other (Şandru, 2010, p. 73). A network map is a visual image 
of a network (Freeman, 2000, p. 2). Therefore, Display A170 and Display A173 are seen as a network map.  
A. END OF PROJECTION PHASE  
To determine if there are clusters in the network, the relative distances between the stand-ins in the 
projection phase (Display A170) and in stage two of the intervention phase (Display A173) are used. 
The relative distances between the stand-ins at the end of the projection phase, are inserted in SPSS. In 
Display A170 at the end of the projection phase a cluster seems to develop, as ‘employees not ready for 
change (N)’ seems to be separated from the rest. Therefore the procedure: Analyze>Classify>K-Means cluster 
is conducted for two clusters, with ‘cluster membership’ marked. Display A177 presents the findings of this 
procedure. 
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Display A177 Clusters at the end of the projection phase (two clusters) 
Cluster 1 Cluster 2 
Internal customers Siza (I) 
Employees ready for change (V) 
Development program customer orientation (W) 
Employees not ready for change (N) 
Interim director (O) 
Interim Human Resource manager (S) 
The findings of Display A177 present ‘internal customers Siza (I)’, ‘employees ready for change (V)’, and 
‘development program customer orientation (W)’forming a cluster. It also presents ‘employees not ready for 
change (N)’,  ‘interim director (O)’, and ‘interim Human Resource manager (S)’forming a cluster. The network 
map in Display A170 doesn’t confirm these two clusters being plausible, as stand-in ‘employees not ready for 
change (N)’ doesn’t seem to form a cluster at all. Therefore the procedure is conducted for three clusters. 
Display A178 presents the findings of this procedure.  
Display A178 Clusters at the end of the projection phase (three clusters) 
Cluster 1 Cluster 2 Cluster 3 
Internal customers Siza (I) 
 
Interim director (O) 
Interim Human Resource manager (S) 
Employees ready for change (V) 
Development program customer orientation 
(W) 
Employees not ready for change 
(N) 
 
The findings of Display A178 present ‘internal customers Siza (I)’ and ‘employees not ready for change (N)’ 
forming a cluster on their own. It also presents ‘interim director (O)’,  ‘interim Human Resource manager (S)’, 
‘employees ready for change (V)’, and ‘development program customer orientation (W)’  forming a cluster. 
These three clusters are more plausible, as it separates ‘employees not ready for change (N)’.  
Proposition 3 is supported if ‘employees ready for change’ are part of a cluster having a higher density. Column 
3 presents ‘employees not ready for change (N)’ with a density of 1 out of 6 (16,66%), and ‘employees ready for 
change (V)’  with a density of 4 out of 6 (66,66%).  
B. END OF STAGE 2 INTERVENTION PHASE 
Display A173 at the end of stage 2 of the intervention phase presents a further stage in the development of the 
social network. As it is plausible to suggest that ‘employees not ready for change (N)’ and ‘recognition ritual 
(E)’ are separated from the other stand-ins, the procedure: Analyze>Classify>K-Means cluster is conducted for 
two clusters, with ‘cluster membership’ marked. Display A179 presents the findings of this procedure. 
Display A179 Clusters at the end of stage two of the intervention phase 
Cluster 1 Cluster 2 
Recognition ritual (E) 
Employees not ready for change (N) 
Internal customers Siza (I) 
Employees ready for change (V) 
Interim director (O) 
Interim Human Resource manager (S) 
Development program customer orientation (W) 
Meetings involving employees in developing the process of 
customer orientation (B) 
Reorganization (R) 
Departing employees (G) 
The findings in Display A179 confirm that two clusters of stand-ins that have a closer relation with each other 
has developed. ‘Recognition ritual (E)’, and ‘employees not ready for change (N)’ form a cluster. The other 
stand-ins in the systems constellation form the second cluster.  
Proposition 3 is confirmed if ‘employees ready for change’ are part of a cluster having a higher density. Column 
2 presents ‘employees not ready for change (N)’ with a density of 8 out of 10 (80%) and ‘employees ready for 
change (V)’  with a density of 2 out of 10 (20%). 
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The proposition on centrality is presented in Display A180. 
Display A180 Proposition 3: clusters 
Proposition Sub conclusion 
3. ‘Employees ready for change’ are part of a cluster having a higher density than ‘employees not 
ready for change’ at the end of the projection phase and at the end of the projection phase. 
Confirmed 
Proposition 3 is confirmed,  as ‘employees ready for change’ are part of a cluster having a higher density than 
‘employees not ready for change’, at the end of the projection phase and at the end of stage 2 of the 
intervention phase. 
A7.4.  CONCLUSIONS 
To answer the sub question ‘Is the retained key claim of the OCQ supported by a systems constellation in this 
case study?’, three propositions concerning ‘involvement in the change process’ were formulated for stand-ins 
‘employees ready for change (V)’ and ‘employees not ready for change (N)’. ‘Involvement in the change 
process’ is measured by degree of connection, centrality and clusters. Degree of connection represents the 
total number of members each member is in contact with. A higher number of contact with other members in 
the network indicates a higher ‘involvement in the change process’. The OCQ finding of ‘involvement in the 
change process’ is confirmed if the degree of connection for ‘employees ready for change’ is higher than the 
degree of connection of ‘employees not ready for change’, in both phases of the systems constellation. A small 
score on centrality indicates a great influence on the network. Therefore it is assumed that centrality score for 
‘employees ready for change’ is smaller than for  ‘employees not ready for change’ in both phases of the 
systems constellation. Clusters are part of a network having a high density. ‘Employees ready for change’ are 
assumed to be part of a cluster having a higher density than ‘employees not ready for change’, at the end of 
both phases in the systems constellation. The three propositions are presented in Display A181, to determine 
if the retained OCQ claim of a positive relationship between involvement in the change process and readiness 
for change is supported or rejected by the findings of a systems constellation.  
Display A181 Propositions systems constellations 
Propositions 
1. Degree of connection is higher for ‘employees ready for change’ than for ‘employees not ready for change’ at the end 
of the projection phase and at the end of stage 2 of the intervention phase. 
2. Centrality score is smaller for ‘employees ready for change’ than ‘employees not ready for change’ at the end of the 
projection phase and at the end of the projection phase. 
3. ‘Employees ready for change’ are part of a cluster having a higher density than ‘employees not ready for change’ at the 
end of the projection phase and at the end of the projection phase. 
Propositions 1 and 2 are confirmed, because significant negative deviations from the group mean are 
distinguished by conducting independent t-tests for ‘employees not ready for change’. Proposition 3 is 
confirmed because ‘employees ready for change’ are part of a cluster having a higher density. 
The sub question ‘Is the retained key claim of the OCQ supported by a systems constellation in this case 
study?’ can be answered positively, as all three propositions are confirmed. The positive discriminating effects 
for having a managerial job position and a negative relationship between ‘ability of management to lead 
change’ and ‘intentional readiness for change’ could not be supported nor rejected by analyzing the systems 
constellation employing operational concepts relating to structure.  
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APPENDIX A8 LIWC ANALYSIS 
 
This appendix A8 introduces LIWC (A8.1), the methodology  (A8.2), the findings of the LIWC analysis (A8.3), 
the conclusions (A8.4), the full findings of the LIWC analysis (A8.5), and the LIWC word categories (A8.6).  
A8.1. LIWC 
Bouckenooghe wonders whether the studies of attitudes toward change not too strongly depend on one 
method (2010, p. 522) and challenges researchers to overcome differences in assumptions of those who 
adhere traditional quantitative methods as opposed to those who apply non-traditional qualitative 
methodologies (p. 521). Measuring readiness for change and it’s enablers by performing a questionnaire, is a 
traditional quantitative method in studies of attitudes toward change (Bouckenooghe, 2008, p. 40). 
Linguistic models have been developed to find relations between the use of different categories of words and 
social cognitive processes (Vogelzang, et al., 1997, p. 456). Word use has been shown to reflect various 
psychological processes and psychological change (Arntz, et al., 2012, p. 191). Linguistic Inquiry and Word 
Count (LIWC) was developed to analyze text on a word-by-word basis (Zijlstra, et al., 2004, p. 271). LIWC is a 
quantitative research tool, counting the number of words for each word category, in an objective and 
automated way. The Dutch LIWC dictionary contains 6.568 words in 66 word categories. An overview of the 
amounts of words and examples of the words for each word category in LIWC is presented in Display A195 - 
Display A199. 
A8.2. METHODOLOGY 
Involvement in the change process is defined as the extent to which staff members are consulted, involved 
and informed about change related decisions that directly concern them (Bouckenooghe, 2008, p. 360). Open 
communication, in which managers exchange thoughts and ideas freely with employees, can lead to increased 
perceptions of fairness and trust (p. 96). Information exchange produces mutual understanding (Carnevale, et 
al., 1981) and leads to manners of addressing the other and the self with ‘we’ instead of ‘you’, and ‘I’, which 
refers to a common identity and communality (Vogelzang, et al., 1997, p. 457). Earlier LIWC analyses have 
shown that ‘we’-words, referred by LIWC in the word category 1
st
 person singular pronouns, are positively 
correlated with dimensions that focus on interpersonal relations (Abe, 2009, p. 530). Whereas 1
st
 person 
singular pronouns indicate a self-focus,1
st
 person plural pronouns indicate a group-focus and a feeling of being 
socially connected to a group (Tausczik & Pennebaker, 2010, p. 39) and reflect a sense of shared identity and 
interdependence, as well as motivation to affiliate (Slatcher, et al., 2008, p. 407). Involvement in the change 
process is therefore measured by the extent to which 1
st
 person plural pronouns are used, compared to the 
extent to which 1
st
 person singular pronouns are used. 
Readiness for change is defined as a reflection of organizational members’ beliefs, attitudes and intentions 
regarding the extent to which changes are needed and the organization’s capacity to successfully make those 
changes (Bouckenooghe, 2008, p. 364). Arntz, et al. (2012, p. 191) studied the evolution of word use during 
psychological change in the clinical field. Their study demonstrated that the psychological change process of 
participants in psychotherapy is reflected in the evolution of word use. Significant effects on the outcome of 
the psychological change process emerged for the decrease in the use of negative emotion words and 
negations, interpreted as reflecting a reduction in general negativity and a better fulfilment of needs. As the 
development of readiness for change is also a psychological change process that takes place in the 
organizational field, it is measured by the extent to which negative emotion words and negations decrease.  
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LIWC data collection should contain written text (Zijlstra, et al., 2004, p. 271). Therefore, LIWC analysis has 
been applied to the open answers added to the respondents answer ’yes’ on the OCQ question: ‘Are there any 
matters important to be mentioned which might not have been brought up in this questionnaire?’.
27
  
The LIWC analysis started by removing all respondents who didn’t answer the open question. For the 
remaining respondents, means of ‘readiness for change’ have been computed in SPSS regarding all items for 
‘cognitive readiness for change’, ‘emotional readiness for change’, and ‘intentional readiness for change’. 
Respondents are distinguished in ‘employees least ready for change’ and ‘employees most ready for change’, 
to be able to find relations between the use of different word categories and those different social cognitive 
processes. To be able to distinguish the respondents in ‘employees least ready for change’ and ‘employees 
most ready for change’, one sample t-tests were conducted to determine each respondents significant 
deviation from the group mean. Open answers of respondents significantly positive deviating from the group 
mean are grouped in a Word-file. Open answers of respondents significantly negative deviating from the 
group mean are also grouped in a Word-file. The open answers for both groups were separately prepared for 
analysis in LIWC, by transforming the Word-files into a .txt file (Pennebaker, et al., 2007, pp. 7,9). The Dutch 
dictionary of LIWC is employed (Zijlstra, et al., 2004) as the respondents comments are in Dutch. 
Findings of the LIWC analysis for ‘employees least ready for change’ and ‘employees most ready for change’ 
have been compared. Involvement in the change process is measured by the extent to which 1
st
 person plural 
pronouns are used, compared to the extent to which 1
st
 person plural pronouns are used. LIWC analysis 
presents the findings as a percentage of word use for each word category. As North, et al. (2012, p. 150) 
demonstrated, a decreasing amount of 1
st
 person singular pronouns and increasing amount of 1
st
 person plural 
pronouns are significant predictors of psychological changes. Therefore, the relative distances between the 
findings of ‘employees least ready for change’ and ‘employees most ready for change’ were calculated 
employing the formula: (P1-P2)/P2 (Kneppers, 2010, p. 20), where P1 = the percentage word use for 
employees most ready for change and P2 = the percentage word use for employees least ready for change 
These relative distances support the OCQ findings on involvement in the change process, if the relative 
distances on 1
st
 person singular pronouns and 1
st
 person plural pronouns are equal or higher in this 
investigation in comparison with the relative distances on these categories for participants in the study by 
North, et al. 
Findings of the LIWC analysis for ‘employees least ready for change’ and ‘employees most ready for change’ 
have been compared on ‘negative emotion words’ and ‘negations’. Readiness for change is measured by the 
extent to which ‘negative emotion words’ and ‘negations’ decrease. LIWC analysis presents the findings as a 
percentage of word use for each word category. As Arntz, et al. (2012, p. 195) demonstrated that reduction in 
the use of ‘negative emotion words’ and ‘negations’ are significant predictors of the outcome of the change 
process, a lower percentage of ‘negative emotion words’ and ‘negations’ is expected for ‘employees most 
ready for change’ than for ‘employees most ready for change’. The relative distances between the findings of 
‘employees least ready for change’ and ‘employees most ready for change’ on the word categories are 
calculated employing the formula: (P1-P2)/P2 (Kneppers, 2010, p. 20),, where P1 = the percentage word use 
for employees most ready for change and P2 = the percentage word use for employees least ready for change. 
These relative distances support the OCQ findings on readiness for change, if the relative distances on 
negative emotion words and negations are equal or higher in this investigation in comparison with the relative 
distances on these categories for participants in the study by Arntz, et al.  
To be able to answer the third sub question: ‘Is the retained key claim of the OCQ supported by a LIWC 
analysis in this case study?’, four propositions are formulated and presented in Display A182. 
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Display A182 Propositions LIWC analysis 
Propositions 
1. ‘Employees most ready for change’ demonstrate a lower score on word category negative emotion words than 
‘employees least ready for change’ and the relative distance is equal or higher compared to Arntz, et al.  
2. ‘Employees most ready for change’ demonstrate a lower score on word category negations than ‘employees least 
ready for change’ and the relative distance is equal or higher compared to Arntz, et al. 
3. ‘Employees most ready for change’ demonstrate a higher score on word category 1
st
 person plural pronouns than 
‘employees least ready for change’ and the relative distance is equal or higher compared to North, et al. 
4. ‘Employees most ready for change’ demonstrate a lower score on pronoun 1
st
 person singular pronouns than 
‘employees least ready for change’ and the relative distance is equal or higher compared to North, et al. 
The sub question ‘Is the retained key claim of the OCQ supported by a LIWC analysis in this case study?’ can be 
answered positively when all four propositions are confirmed. 
A8.3. FINDINGS 
To be able to answer the third sub question, LIWC is being applied to the open answers added to the 
respondents answer ’yes’ on the OCQ question: ‘Are there any matters important to be mentioned which 
might not have been brought up in this questionnaire?’.
28
 Removing all respondents who answered this 
question with ‘no’ from survey results, resulted in n=22 who answered this question with ‘yes’.  Two 
respondents (24 and 48) turned out to have answered the question with ‘yes’, but didn’t fill out anything on the 
open answer field. These two respondents have been removed, because there was no text left to analyze. 
Further analyze is therefore conducted with n=20.  
To be able to distinguish the remaining 20 respondents in those who are more ready for change and those who 
are less ready for change, means on ‘readiness for change’ have been computed for all 20 respondents in 
SPSS. To compute this means a new variable ‘readiness for change’ is created by standard procedure in SPSS. 
By clicking :’transform>compute variable’, and select the items  COG1r, COG2r, COG3r, COG4, COG5, EMO1, 
EMO2, EMO3, INT1, INT2, and INT3, and press ‘OK’, the variable ‘readiness for change’ is computed. The 
questions corresponding with these items is presented in Appendix  A3. By clicking ‘analyze>compare 
means>means’, means are computed.  Mean for all respondents on all the ‘readiness for change’ items is 
presented in Display A183. 
Display A183 Mean on all items ‘readiness for change’ 
N Mean Standard Deviation 
20 3.4045 .63292 
Means for each individual respondent have been computed. One sample t-tests have been conducted, to 
determine significant deviation from individual respondents mean from the group mean. Findings of 
conducted one sample t-tests are presented in Display A184.Significant positive deviations from the group 
mean are marked green, significant negative deviations from the group mean are marked red.    
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Display A184 Significant deviation from the group mean  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Display A184 presents  four respondents (12,29,22,and 52) with a significant positive score on ‘readiness for 
change’, compared to the group mean. It also presents 6 respondents (21, 32, 69, 15, 45, and 10) with a 
significant negative score on ‘readiness for change’, compared to the group mean. The respondents open 
answers are divided in two groups: significant positive scores on ‘readiness for change’ and significant 
negative scores on ‘readiness for change’. The Dutch open answers, split up by group, are presented in Display 
A185.   
Display A185 Open answers divided by group in Dutch 
Significant positive on ‘readiness for change’ Significant negative on ‘readiness for change’ 
1. Leidinggevende is manager, niet onze teamleider. Dan 
is er een ander beeld. 
2. Ruimte is te klein om dit uitvoerig aan te geven. 
3. Veranderingen bieden ook kansen, niet alleen 
bedreigingen. 
4. Het hele traject van verandering heeft nu al veel te lang 
geduurd. Snellere actie ondernemen en beslissingen 
durven nemen is een punt binnen de organisatie. 
1. Bij punt 8. Ik had me wel opgegeven maar de groepen 
werden te groot en dus kon ik er niet aan deelnemen. 
I.v.m. ziekte kon ik niet bij de SO dagen zijn. Ik maak 
me grote zorgen over de toekomst van Siza. 
2. De bestuurder en directie en hun vazallen (interims) 
staan te ver af van de werkvloer. 
3. Veel succes. 
4. Het is jammer dat je je wel wil inzetten voor 
organisatieverandering maar dat door de werkwijze van 
het huidige management er geen kansen worden 
geboden. 
5. Ik mis een 'weet ik niet' optie. Veel weet ik namelijk 
niet...en dat zegt ook iets. En 'weet ik niet' zegt wat 
anders dan 'niet mee eens/niet mee oneens' naar mijn 
mening. Daarnaast is er over veel vragen veel te 
zeggen...moeilijk in 1 antwoord te vatten. Zitten veel 
haken, ogen, vragen aan dit onderwerp... 
6. Er wordt gevraagd of de leidinggevende in staat is om 
zijn of haar functie te vervullen. Het is toch niet bekend 
of mijn leidinggevende überhaupt een functie krijgt? 
Misschien wordt hij of zij wel boventallig. Die vraag lijkt 
mij voorbarig. 
Respondents Readiness for change Group mean Deltas Significance 
12 4.33 3.40 0.93 0.00 
29 3.96 3.40 0.55 0.00 
22 3.89 3.40 0.48 0.00 
52 3.89 3.40 0.48 0.03 
51 3.67 3.40 0.26 0.08 
30 3.60 3.40 0.19 0.18 
74 3.60 3.40 0.19 0.18 
17 3.38 3.40 -0.03 0.85 
62 3.38 3.40 -0.03 0.85 
39 3.36 3.40 -0.05 0.73 
4 3.33 3.40 -0.07 0.62 
44 3.33 3.40 -0.07 0.62 
43 3.31 3.40 -0.09 0.52 
20 3.13 3.40 -0.27 0.07 
21 3.09 3.40 -0.32 0.04 
32 3.09 3.40 -0.32 0.04 
69 2.76 3.40 -0.65 0.00 
15 2.73 3.40 -0.67 0.00 
45 2.71 3.40 -0.69 0.00 
10 2.42 3.40 -0.98 0.00 
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The open answers from Display A185 are prepared for analysis in LIWC, by transforming the files into a .txt file 
(Pennebaker, et al., 2007, pp. 7,9). The Dutch dictionary of the LIWC is employed (Zijlstra, et al., 2004) as the 
respondent comments are in Dutch. Means per word category are calculated by LIWC. The complete LIWC-
results can be found in Appendix A9.  
The open answers from Display A185 were translated via ‘google translate’ for presentation in Chapter 4.3. 
The English translations are presented in Display A186. 
Display A186 Open answers divided by group in English 
Significant positive on ‘readiness for change’ Significant negative on ‘readiness for change’ 
1. Executive is manager, not our team leader. Then there 
is a different picture.  
2. Space is too small to indicate this.  
3. Changes offer opportunities, not just threats.  
4. The entire process of change has lasted too long. Take 
faster action and courage to take decisions is a point 
within the organization. 
1. In section 8. I had given up on me but the groups were 
too big and so I could not participate. Because of  
illness, I could not be there on the SO days. I am very 
worried about the future of Siza.  
2. The CEO and management and their vassals (temps) 
are too far away from the workplace.  
3. Good luck.  
4. It is unfortunate that when you’re committed to 
organizational change, there are no opportunities 
offered by the method of the present management  
5. I miss an ‘I do not know' option. Much because I do not 
know ... and that's saying something. And ‘I do not 
know’ means something different than 'not agree / nor 
disagree' in my opinion. In addition there is a lot to say 
about a lot of questions. Difficult to quantify in one 
answer. There are a lot of hooks, eyes, questions about 
this topic ...  
6. It is asked whether the manager is able to fulfil his or 
her duties. It is not known whether my manager is 
getting a job at all. Maybe he or she will be made 
redundant. That question seems premature. 
A8.3.1.  FINDINGS READINESS FOR CHANGE  
Findings of the LIWC analysis for ‘employees least ready for change’ and ‘employees most ready for change’ 
have been compared for negative emotion words and negations. Readiness for change is measured by the 
extent to which negative emotion words and negations decrease. LIWC analysis presents the findings as a 
percentage of word use for each word category. As Arntz, et al. demonstrated that a decrease in the use of 
negative emotion words and negations are significant predictors of the outcome of the change process, a 
lower percentage of negative emotion words and negations is expected for ‘employees most ready for change’ 
than for ‘employees most ready for change’. The relative distances between the findings of ‘employees most 
ready for change’ and ‘employees least ready for change’ are calculated. These relative distances support the 
OCQ findings on readiness for change, if the relative distances on negative emotion words and negations are 
equal or higher in this investigation in comparison with the relative distances on these categories for 
participants in the study by Arntz, et al. 
Display A187 presents the findings of the LIWC analysis for ‘employees least ready for change’ and ‘employees 
most ready for change’ on the word categories negative emotion words and negations. The exact differences 
are presented in column 3, the relative differences are presented in column 4.  
Display A187 Percentage word use for negative emotion words and negations 
Word categories Employees most 
ready for change 
Employees least 
ready for change 
Exact  
differences 
Relative  
differences 
Negative emotion words 1.85% 2.86% -1.01 -35% 
Negations  3.70% 5.14% -1.44 -28% 
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Display A187 presents ‘employees most ready for change’ use 35% less negative emotion words than 
‘employees least ready for change’. It also presents ‘employees most ready for change’ use 28% less negations 
than ‘employees least ready for change’. These differences, compared to the differences by Arntz, et al. (2012, 
pp. 195-197) , are presented in Display A188. 
 Display A188 Percentage word use for negative emotion words and negations by Arntz, et al., 2012  
Word categories Participants at  
end point 
Participants at  
start point 
Exact  
differences 
Relative 
differences 
Negative emotion words 2.65% 3.14% -.49 -16% 
Negations  1.69% 2.16% -.47 -22% 
Display A188 presents participants decreased 16% of negative emotion words during the change process in 
the study by Arntz, et al. It also presents participants decreased 22% of negations during the change process. 
Display A189 presents the two formulated propositions on readiness for change.  
Display A189 Propositions on readiness for change 
Propositions Sub conclusion 
1. ‘Employees more ready for change’ demonstrate a lower score on word category negative 
emotion words than ‘employees less ready for change’ and the relative distance is equal or 
higher compared to Arntz, et al.  
Confirmed 
2. ‘Employees more ready for change’ demonstrate a lower score on word category negations 
than ‘employees less ready for change’ and the relative distance is equal or higher compared to 
Arntz, et al. 
Confirmed 
As ‘employees more ready for change’ demonstrate a 35% lower score on word category negative emotion 
word’ than ‘employees less ready for change’, compared with a 16% lower score by Arntz, et al., proposition 1 
is confirmed. As ‘employees more ready for change’ demonstrate a 28% lower score on word category 
negations than ‘employees less ready for change’, compared with a 22% lower score by Arntz, et al., 
proposition 2 is also confirmed. 
A8.3.2.  FINDINGS INVOLVEMENT IN THE CHANGE PROCESS 
Findings of the LIWC analysis for ‘employees least ready for change’ and ‘employees most ready for change’ 
are investigated for the extent to which ‘we’ is used compared to the extent to which ‘I’ is used. This is 
presented in the of the LIWC analysis in the word categories 1
st
 person singular pronouns and 1
st
 person plural 
pronouns.  
Display A190 presents the findings of the LIWC analysis for ‘employees least ready for change’ and ‘employees 
most ready for change’ on the word categories 1
st
 person singular and 1
st
 person plural. 
Display A190 Percentage word use for 1 person plural pronouns and 1st person  singular pronouns 
Word categories Employees most 
ready for change 
Employees least 
ready for change 
Exact differences Relative 
differences 
1
st
 person singular pronouns 0.00% 7.43% -7.43      -100% 
1
st
 person plural pronouns 1.85% 0.00% 1.85 +100% 
Display A190 presents ‘employees most ready for change’ use 100% less‘1
st
 person singular pronouns than 
‘employees least ready for change’. It also presents ‘employees most ready for change’ use 100% more 1
st
 
person plural pronouns than ‘employees least ready for change’. These differences, compared to the 
differences by North, et al. (2012, p. 150), are presented in Display A191. 
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 Display A191 Percentage word use for 1st person plural and 1st person singular pronouns by North, et al., 2012  
Word categories Participants at  
end point 
Participants at  
start point 
Exact  
differences 
Relative  
differences 
1
st
 person singular pronouns 10.06% 11.18% -1.12 -10% 
1
st
 person plural pronouns .68% .36% .32 +89% 
Display A191 presents participants decreased 10% of 1
st
 person singular pronouns during the change process. 
It also presents participants increased 89% of 1
st
 person plural pronouns during the change process. 
Display A192 presents the two formulated propositions for involvement in the change process.  
Display A192 Propositions on involvement in the change process 
Propositions Sub conclusion 
3. ‘Employees most ready for change’ demonstrate a higher score on word category 1st person 
plural pronouns than ‘employees least ready for change’ and the relative distance is equal or 
higher compared to North, et al. 
Confirmed 
4. ‘Employees most ready for change’ demonstrate a lower score on pronoun 1st person singular 
pronouns than ‘employees least ready for change’ and the relative distance is equal or higher 
compared to North, et al. 
Confirmed 
 
As ‘employees most ready for change’ demonstrate a higher score on word category 1st person plural 
pronouns than ‘employees least ready for change’ and the relative distance is higher compared to North, et al., 
proposition 3 is confirmed. As ‘employees most ready for change’ demonstrate a lower score on 1st person 
singular pronouns than ‘employees least ready for change’ and the relative distance is higher compared to 
North, et al., proposition 4 is also  confirmed. 
A8.4. CONCLUSION  
Four propositions for LIWC analysis on ‘readiness for change’ and ‘involvement in the change process’ are 
formulated and displayed in Display A193. 
Display A193 Propositions LIWC analysis 
Propositions Sub conclusion 
1. ‘Employees most ready for change’ demonstrate a lower score on word category negative 
emotion words than ‘employees least ready for change’ and the relative distance is equal or 
higher compared to Arntz, et al.  
Confirmed 
2. ‘Employees most ready for change’ demonstrate a lower score on word category negations 
than ‘employees least ready for change’ and the relative distance is equal or higher compared 
to Arntz, et al. 
Confirmed 
3. ‘Employees most ready for change’ demonstrate a higher score on word category 1
st
 person 
plural pronouns than ‘employees least ready for change’ and the relative distance is equal or 
higher compared to North, et al. 
Confirmed 
4. ‘Employees most ready for change’ demonstrate a lower score on pronoun 1
st
 person singular 
pronouns than ‘employees least ready for change’ and the relative distance is equal or higher 
compared to North, et al. 
Confirmed 
The sub question ‘Is the retained key claim of the OCQ supported by a LIWC analysis in this case study?’ can be 
answered positively, as all four propositions are confirmed. The positive discriminating effects for having a 
managerial job position and a negative relationship between ‘ability of management to lead change’ and 
‘intentional readiness for change’ could not be supported nor rejected by employing LIWC analyses. 
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A8.5. FULL FINDINGS LIWC ANALYSIS 
Display A194 presents the full findings of the LIWC analysis on all word categories for ‘employees least ready 
for change’ and ‘employees most ready for change’. Column 2 and 3 presents the percentage word use. 
Column 4 presents the exact differences. Column 5 presents the relative differences.  
Display A194 Full findings LIWC analysis 
Word categories Employees less 
ready for change 
Employees more 
ready for change 
Exact 
differences 
Relative 
differences 
Total pronouns 12.00 1.85 -10.15 -85% 
1
st
 person singular 7.43 0.00 -7.43 -100% 
1
st
 person plural  0.00 1.85 1.85 100% 
Total first person 7.43 1.85 -5.58 -75% 
Total second person 1.14 0.00 -1.14 -100% 
Total third person 2.29 0.00 -2.29 -100% 
Negations 5.14 3.70 -1.44 -28% 
Assents 0.00 0.00 0.00 0% 
Articles 6.86 7.41 0.55 8% 
Prepositions 12.57 12.96 0.39 3% 
Numbers 0.57 0.00 -0.57 -100% 
Affective or emotional processes 3.43 3.70 0.27 8% 
Positive emotions 0.57 1.85 1.28 225% 
Positive feelings 0.00 0.00 0.00 0% 
Optimism and energy 0.00 1.85 1.85 100% 
Negative emotions 2.86 1.85 -1.01 -35% 
Anxiety or fear 0.00 0.00 0.00 0% 
Anger 0.00 0.00 0.00 0% 
Sadness or depression 1.71 1.85 0.14 8% 
Cognitive processes 6.29 0.00 -6.29 -100% 
Causation 0.57 0.00 -0.57 -100% 
Insight 2.86 0.00 -2.86 -100% 
Discrepancy 1.71 0.00 -1.71 -100% 
Inhibition 0.00 0.00 0.00 0% 
Tentative 2.86 0.00 -2.86 -100% 
Certainty 0.00 0.00 0.00 0% 
Sensory and perceptual processes 4.00 0.00 -4.00 -100% 
Seeing 0.00 0.00 0.00 0% 
Hearing 4.00 0.00 -4.00 -100% 
Feeling 0.00 0.00 0.00 0% 
Social processes 9.14 3.70 -5.44 -60% 
Communication 5.71 0.00 -5.71 -100% 
Other references to people 3.43 1.85 -1.58 -46% 
Friends 0.00 0.00 0.00 0% 
Family 0.00 0.00 0.00 0% 
Humans 0.00 0.00 0.00 0% 
Time 2.29 3.70 1.41 62% 
Past tense verb 4.00 0.00 -4.00 -100% 
Present tense verb 16.00 12.96 -3.04 -19% 
Future tense verb 0.57 0.00 -0.57 -100% 
Space 3.43 7.41 3.98 116% 
Up 0.00 0.00 0.00 0% 
Down 0.00 0.00 0.00 0% 
Inclusive 7.43 7.41 -0.02 0% 
Exclusive 5.14 0.00 -5.14 -100% 
Motion 0.00 3.70 3.7 100% 
Occupation 4.57 5.56 0.99 22% 
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School 0.00 0.00 0.00 0% 
Job or work 3.43 5.56 2.13 62% 
Achievement 1.14 0.00 -1.14 -100% 
Leisure activity 0.00 0.00 0.00 0% 
Home 0.00 0.00 0.00 0% 
Sports 0.00 0.00 0.00 0% 
Television and movies 0.00 0.00 0.00 0% 
Music 0.00 0.00 0.00 0% 
Money and financial issues 0.00 0.00 0.00 0% 
Metaphysical issues 0.00 0.00 0.00 0% 
Religion 0.00 0.00 0.00 0% 
Death and dying 0.00 0.00 0.00 0% 
Physical state and functions 0.57 0.00 -0.57 -100% 
Body states. symptoms 0.57 0.00 -0.57 -100% 
Sex and sexuality 0.00 0.00 0.00 0% 
Eating. drinking. dieting 0.00 0.00 0.00 0% 
Sleeping. dreaming 0.00 0.00 0.00 0% 
Grooming 0.00 0.00 0.00 0% 
Sear words 0.00 0.00 0.00 0% 
 
A8.6. WORD CATEGORIES LIWC 
Display A195 till Display A199 are retrieved from Schaap (2014, pp.48-49). Display A195 presents the LIWC 
standard word category, the example words, and the number of words within that category. 
Display A195 LIWC Standard word category 
I Standard word category Examples #Words 
1, Total pronouns I, our, they, you're 38 
     2. 1st person singular I, my, me 7 
     3. 1st person plural we, our, us 6 
4. Total first person I, we, me 13 
5. Total second person you, you'll 7 
6. Total third person she, their, them 12 
7. Negations no, never, not 36 
8. Assents yes, OK, all right 50 
9. Articles a, an, the 3 
10. Prepositions on, to, from 48 
11. Numbers one, thirty, million 107 
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Display A196 presents the LIWC psychological dimension, the example words, and the number of words within 
that category. 
Display A196 LIWC Psychological dimension 
II Psychological dimension Examples #Words 
12. Affective or emotional processes happy, ugly, bitter 2048 
    13. Positive emotions happy, pretty, good 690 
    14. Positive feelings happy, joy, love 129 
    15. Optimism and energy certainty, pride, win 128 
16. Negative emotions hate, worthless, enemy 1347 
    17. Anxiety or fear nervous, afraid, tense 207 
    18. Anger hate, kill, pissed 439 
    19. Sadness or depression grief, cry, sad 238 
20. Cognitive processes cause, know, ought 1035 
    21. Causation because, effect, hence 125 
    22. Insight think, know, consider 459 
    23. Discrepancy should, would, could 62 
    24. Inhibition block, constrain 199 
    25. Tentative maybe, perhaps, guess 171 
    26. Certainty always, never 75 
27. Sensory and perceptual processes see, touch, listen 347 
    28. Seeing view, saw, look 104 
    29. Hearing heard, listen, sound 127 
   30. Feeling touch, hold, felt 93 
31. Social processes talk, us, friend 819 
    32. Communication talk, share, converse 585 
    33. Other references to people 1st plural, 2nd, 3rd person pronouns 28 
    34. Friends pal, buddy, co-worker 30 
    35. Family mom, brother, cousin 80 
    36. Humans boy, woman, group 53 
Display A197 shows the LIWC relativity dimension, the example words, and the number of words within that 
category. 
Display A197 LIWC relativity dimension 
III Relativity dimension Examples #Words 
37. Time hour, day, o’clock 269 
    38. Past tense verb walked, were, had 1773 
    39. Present tens verb walk, is, be 1886 
    40. Future tense verb will, might, shall 19 
41. Space around, over, up 121 
    42. Up up, above, over 15 
    43. Down down, below, under 14 
    44. Inclusive with, and, include 31 
    45. Exclusive but, except, without 23 
46. Motion walk, move, be 390 
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Display A198 presents the LIWC personal concerns dimension, the example words, and the number of words 
within that category. 
Display A198 LIWC Personal concerns dimension 
IV Personal concerns dimension Examples #Words 
47. Occupation work, class, boss 500 
    48. School class, student, college 171 
    49. Job or work employ, boss, career 221 
    50. Achievement try, goal, win 139 
51. Leisure activity house, TV, music 226 
    52. Home house, kitchen, lawn 50 
    53. Sports football, game, play 93 
    54. Television and movies TV, sitcom, cinema 21 
    55. Music tunes, song, cd 60 
56. Money and financial issues cash, taxes, income 190 
57. Metaphysical issues God, heaven, coffin 199 
    58. Religion God, church, rabbi 139 
    59. Death and dying dead, burial, coffin 59 
60. Physical states and functions ache, breast, sleep 653 
    61. Body states, symptoms ache, heart, cough 403 
    62. Sex and sexuality lust, penis, fuck 96 
    63. Eating, drinking, dieting eat, swallow, taste 124 
    64. Sleeping. dreaming asleep, bed, dreams 64 
    65. Grooming wash, bath, clean 50 
Display A199 covers the LIWC experimental dimension, the example words, and the number of words within 
that category. 
Display A199 LIWC Experimental dimension 
V Experimental dimension Examples #Words 
66. Sear words damn, fuck, piss 37 
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APPENDIX A9 ADJUSTED ORGANIZATIONAL CHANGE QUESTIONNAIRE 
Display A200 Adjusted OCQ 
 Helemaal 
mee oneens 
Mee 
oneens 
Niet mee 
eens/ 
niet mee 
oneens 
Mee 
eens 
Helemaal 
mee eens 
Geef op iedere vraag antwoord, door één vakje aan te kruisen met het antwoord dat het beste bij de stelling past. 
1. Ik word regelmatig geïnformeerd over het 
verloop van de verandering. 
O                O               O               O               O 
2. De informatie over de verandering is 
duidelijk. 
O                O               O               O               O 
3. Er is goede communicatie over de aanpak 
van de verandering tussen management en 
medewerkers. 
O                O               O               O               O 
4. Er wordt voldoende informatie gegeven over 
de voortgang van de veranderingen. 
O                O               O               O               O 
5. Afdelingen worden voldoende betrokken bij 
de veranderingen. 
O                O               O               O               O 
6. De medewerkers worden betrokken bij de 
probleemanalyse van de verandering. 
O                O               O               O               O 
7. De leidinggevende van onze afdeling neemt 
het voor ons op tijdens het 
veranderingsproces. 
O                O               O               O               O 
8. De leidinggevende van onze afdeling 
begeleidt de uitvoering van de verandering 
goed. 
O                O               O               O               O 
9. De leidinggevende van onze afdeling heeft 
er moeite mee zijn/haar stijl van 
leidinggeven aan te passen aan de 
veranderingen. 
O                O               O               O               O 
10. De leidinggevende van onze afdeling legt 
teveel nadruk op de problemen in de 
bestaande situatie en te weinig op de 
oplossing ervan. 
O                O               O               O               O 
11. De leidinggevende van onze afdeling is goed 
in staat zijn/haar nieuwe functie te vervullen.  
O                O               O               O               O 
12. De leidinggevende van onze afdeling 
besteedt voldoende aandacht aan de 
persoonlijke gevolgen die de veranderingen 
hebben voor de medewerkers. 
O                O               O               O               O 
13. Plannen voor toekomstige verbeteringen 
leveren meestal niet veel op.  
O                O               O               O               O 
14. Ik denk dat de meeste veranderingen een 
negatieve invloed hebben op onze klanten. 
O                O               O               O               O 
15. De meeste programma’s die problemen 
moeten oplossen zijn niet veel zaaks. 
O                O               O               O               O 
16. Ik heb een goed gevoel met betrekking tot 
de verandering. 
O                O               O               O               O 
17. Ik ervaar de verandering als iets positiefs. O                O               O               O               O 
18. Ik ervaar de verandering als verfrissend. O                O               O               O               O 
19. Ik ben bereid een duidelijke bijdrage te 
leveren aan de verandering.  
O                O               O               O               O 
20. Ik wil mij inzetten in het kader van het 
veranderingsproces.  
O                O               O               O               O 
21. Ik ben bereid om energie te steken in de 
veranderingen. 
O                O               O               O               O 
91 
 
APPENDIX A10 RIGHTS OBTAINED 
Display A201 Rights obtained cover picture 
 
 
 
  
92 
 
INDEX OF FIGURES & DISPLAYS 
FIGURES 
 
Figure 5 Model of OCQ (Bouckenooghe, et al., 2009) ..................................................................................... 24 
Figure 6 Explanatory power of process and climate variables, based on Bouckenooghe, et al. (2009, p. 588). . 24 
Figure 7 Model of ROCM (Holt, et al., 2007, p. 235) ......................................................................................... 25 
Figure 8 Model of DINAMO (Metselaar, 1997, p. 106) ..................................................................................... 25 
Figure 9 Explanatory power of DINAMO variables on willingness to change and change related behavior ...... 26 
 
DISPLAYS 
 
Display A58 Criteria define stage based on Wolfswinkel et al. (2011, p. 49) ....................................................... 6 
Display A59 First ten results (sorted on relevance,  search term ‘veranderbereidheid’)...................................... 7 
Display A60 Neglected for not being an article or dissertation focusing on assessing ‘readiness for change’ ..... 7 
Display A61 First ten results  (sorted on relevance, search term ‘veranderingsbereidheid’) ............................... 8 
Display A62 Neglected for not being an article or dissertation focusing on assessing ‘readiness for change’ ..... 8 
Display A63 First ten results (sorted on relevance, search term ‘readiness for change’) ..................................... 9 
Display A64 Neglected for not being an article or dissertation focusing on assessing ‘readiness for change’ ... 10 
Display A65 Selected search results on Google Scholar .................................................................................. 10 
Display A66 Instruments for measuring readiness for change .......................................................................... 11 
Display A67 Neglected instruments ................................................................................................................. 11 
Display A68 Literature selection based on Wolfswinkel et al. (2011, p. 5) ........................................................ 12 
Display A69 Search term readiness for change and willingness to change ....................................................... 13 
Display A70 Definitions of concepts ................................................................................................................ 14 
Display A71 Concepts influencing readiness for change .................................................................................. 14 
Display A72 Concepts of the OCQ (Bouckenooghe, et al., 2009) ..................................................................... 15 
Display A73 Concepts definitions OCQ  (Bouckenooghe, et al., 2009) ............................................................. 16 
Display A74 Concepts of the ROCM  (Holt, et al., 2007) ................................................................................... 16 
Display A75 Concepts definitions ROCM  (Holt, et al., 2007) ............................................................................ 17 
Display A76 Concepts of the DINAMO  (Metselaar, 1997) ................................................................................ 17 
Display A77 Concepts definitions DINAMO (Metselaar, 1997) ......................................................................... 18 
Display A78 Methodological review ................................................................................................................ 19 
Display A79 Claims in paragraphs ................................................................................................................... 21 
Display A80 Claims based on the OCQ ........................................................................................................... 22 
Display A81 Possible sub conclusions.............................................................................................................. 22 
Display A82 Integrative review ....................................................................................................................... 23 
Display A83 Questions and corresponding codes ............................................................................................. 31 
Display A84 Customized questions ................................................................................................................. 32 
Display A85 Reliability statistics ‘involvement in the change process’ ............................................................. 38 
Display A86 Item-total statistics ‘involvement in the change process’............................................................. 38 
Display A87 Reliability statistics ‘ability of management to lead change’ ........................................................ 38 
Display A88 Item-total statistics ‘ability of management to lead change’ ....................................................... 39 
Display A89 Reliability statistics ‘attitude of top management toward change’ .............................................. 39 
Display A90 Item-total statistics ‘attitude of top management toward change’ .............................................. 39 
Display A91 Reliability statistics ‘general support by supervisors’ ................................................................... 39 
Display A92 Item-total statistics ‘ability of management to lead change’ ....................................................... 40 
93 
 
Display A93 Reliability statistics ‘trust in leadership’ ....................................................................................... 40 
Display A94 Item-total statistics ‘trust in leadership’ ...................................................................................... 40 
Display A95 Reliability statistics ‘cohesion’ ..................................................................................................... 40 
Display A96 Item-total statistics ‘cohesion’ .................................................................................................... 40 
Display A97 Reliability statistics ‘participatory management’ ......................................................................... 41 
Display A98 Item-total statistics ‘participatory management’ ........................................................................ 41 
Display A99 Reliability statistics ‘politicking’ .................................................................................................. 41 
Display A100 Item-total statistics ‘politicking’ ................................................................................................ 41 
Display A101 Reliability statistics ‘cognitive readiness for change’ .................................................................. 42 
Display A102 Item-total statistics ‘cognitive readiness for change’ ................................................................. 42 
Display A103 Reliability statistics ‘emotional readiness for change’ ................................................................ 42 
Display A104 Item-total statistics ‘emotional readiness for change’ ................................................................ 42 
Display A105 Reliability statistics ‘intentional readiness for change’ ............................................................... 42 
Display A106 Item-total statistics ‘intentional readiness for change’ ............................................................... 43 
Display A107 Cronbach’s Alphas ..................................................................................................................... 43 
Display A108 Inter-item correlations OCQ ...................................................................................................... 44 
Display A109 Inter-item correlations OCQ,  after deleting ‘general support by supervisors’ ............................ 45 
Display A110 Scree plot factor ‘involvement in the change process’ ................................................................ 46 
Display A111 Component matrix  ‘involvement in the change process’ ........................................................... 46 
Display A112 Scree plot factor ‘ability of management to lead change’ .......................................................... 46 
Display A113 Component matrix  ‘ability of management to lead change’ ...................................................... 47 
Display A114 Scree plot factor ‘attitude of top management to lead change’.................................................. 47 
Display A115 Component matrix  ‘attitude of top management to lead change’ ............................................. 47 
Display A116 Scree plot factor ‘trust in leadership’ .......................................................................................... 48 
Display A117 Component matrix  ‘attitude of top management to lead change’ ............................................. 48 
Display A118 Scree plot factor ‘cohesion’ ........................................................................................................ 48 
Display A119 Component matrix  ‘cohesion’ ................................................................................................... 48 
Display A120 Scree plot factor ‘participatory management’ ........................................................................... 49 
Display A121 Component matrix  ‘participatory management’ ....................................................................... 49 
Display A122 Scree plot factor ‘politicking’ ..................................................................................................... 49 
Display A123 Component matrix  ‘politicking’ ................................................................................................. 49 
Display A124 Scree plot factor ‘cognitive readiness for change’ ...................................................................... 50 
Display A125 Component matrix  ‘cognitive readiness for change’ .................................................................. 50 
Display A126 Scree plot factor ‘emotional readiness for change’ .................................................................... 50 
Display A127 Component matrix  ‘emotional readiness for change’ ................................................................ 51 
Display A128 Scree plot factor ‘intentional readiness for change’ ................................................................... 51 
Display A129 Component matrix  ‘intentional readiness for change’ ............................................................... 51 
Display A130 Correlations of readiness for change variables ........................................................................... 51 
Display A131 Scree plot readiness for change ................................................................................................. 52 
Display A132 Rotated component matrix readiness for change ...................................................................... 52 
Display A133 Known groups managerial/nonmanagerial ................................................................................ 53 
Display A134 Known group managerial job position, compared to Bouckenooghe, et al. (2009) ..................... 53 
Display A135 Known group nonmanagerial job position compared to Bouckenooghe, et al. (2009) ................ 54 
Display A136 Means years of employment...................................................................................................... 54 
Display A137 Known group participating/not participating Large Group Interventions .................................... 55 
Display A138 Removed independent variables cognitive readiness for change ............................................... 56 
Display A139 Significant independent variables on cognitive readiness for change ......................................... 56 
Display A140 Model summary cognitive readiness for change ........................................................................ 56 
Display A141 Removed independent variables emotional readiness for change ...............................................57 
94 
 
Display A142 Significant independent variables on emotional readiness for change ........................................57 
Display A143 Model summary emotional readiness for change ........................................................................57 
Display A144 Removed independent variables intentional readiness for change............................................. 58 
Display A145 Significant independent variables on intentional readiness for change ...................................... 58 
Display A146 Model summary intentional readiness for change ..................................................................... 58 
Display A147 Regression formulas .................................................................................................................. 58 
Display A148 Means per team ........................................................................................................................ 59 
Display A149 Key elements in the systems constellation ................................................................................ 60 
Display A150 Interventions in the constellation .............................................................................................. 61 
Display A151 End of projection phase ............................................................................................................. 61 
Display A152 Legend End of projection phase ................................................................................................ 61 
Display A153 End of intervention phase .......................................................................................................... 62 
Display A154 End of intervention phase from another viewpoint .................................................................... 62 
Display A155 Legend End of intervention phase ............................................................................................. 62 
Display A156 Final configuration .................................................................................................................... 63 
Display A157 Legend final constellation .......................................................................................................... 63 
Display A158 Propositions systems constellations .......................................................................................... 66 
Display A159 Six stand-ins with visual fields ................................................................................................... 68 
Display A160 Connections .............................................................................................................................. 69 
Display A161 Actual connections .................................................................................................................... 69 
Display A162 Ten stand-ins with visual fields .................................................................................................. 70 
Display A163 Connections .............................................................................................................................. 70 
Display A164 Actual connections ..................................................................................................................... 71 
Display A165 Degrees of connection projection phase ..................................................................................... 71 
Display A166 One sample t-test degrees of connection projection phase ....................................................... 72 
Display A167 Degree of connection intervention phase .................................................................................. 72 
Display A168 One sample t-test degree of connection intervention phase ....................................................... 73 
Display A169 Proposition 1: degrees of connection .......................................................................................... 73 
Display A170 End of projecting phase with grid............................................................................................... 74 
Display A171 Relative distances between stand-ins projection phase .............................................................. 74 
Display A172 One sample t-test centrality projection phase.............................................................................75 
Display A173 End of stage 2 intervention phase with grid ................................................................................75 
Display A174 Relative distances between stand-ins intervention phase ...........................................................75 
Display A175 One sample t-test centrality intervention phase ........................................................................ 76 
Display A176 Proposition 2: centrality............................................................................................................. 76 
Display A177 Clusters at the end of the projection phase (two clusters)............................................................ 77 
Display A178 Clusters at the end of the projection phase (three clusters) ......................................................... 77 
Display A179 Clusters at the end of stage two of the intervention phase .......................................................... 77 
Display A180 Proposition 3: clusters ............................................................................................................... 78 
Display A181 Propositions systems constellations .......................................................................................... 78 
Display A182 Propositions LIWC analysis ........................................................................................................ 81 
Display A183 Mean on all items ‘readiness for change’ .................................................................................... 81 
Display A184 Significant deviation from the group mean................................................................................ 82 
Display A185 Open answers divided by group in Dutch ................................................................................... 82 
Display A186 Open answers divided by group in English ................................................................................. 83 
Display A187 Percentage word use for negative emotion words and negations .............................................. 83 
Display A188 Percentage word use for negative emotion words and negations by Arntz, et al., 2012 ............. 84 
Display A189 Propositions on readiness for change ........................................................................................ 84 
Display A190 Percentage word use for 1 person plural pronouns and 1
st
 person  singular pronouns ................. 84 
95 
 
Display A191 Percentage word use for 1
st
 person plural and 1
st
 person singular pronouns by North, et al., 2012
 ....................................................................................................................................................... 85 
Display A192 Propositions on involvement in the change process................................................................... 85 
Display A193 Propositions LIWC analysis ........................................................................................................ 85 
Display A194 Full findings LIWC analysis ........................................................................................................ 86 
Display A195 LIWC Standard word category ................................................................................................... 87 
Display A196 LIWC Psychological dimension .................................................................................................. 88 
Display A197 LIWC relativity dimension .......................................................................................................... 88 
Display A198 LIWC Personal concerns dimension ........................................................................................... 89 
Display A199 LIWC Experimental dimension .................................................................................................. 89 
Display A200 Adjusted OCQ ........................................................................................................................... 90 
Display A201 Rights obtained cover picture .................................................................................................... 91 
 
  
96 
 
SUPPLEMENTS SD-CARD 
 
1. Organizational Change Questionnaire 
1.1. Response OCQ  (n=87) 
1.2. SPSS-output 
2. Systems constellation Human Resource manager 
2.1. Research question, elements and symbols  
2.2. Systems constellation (projection phase & stage 1,2,3 intervention phase) 
2.3. Systems constellation (stage 3,4 intervention phase & vision phase) 
2.4. Systems constellation (debriefing phase) 
3. LIWC-data 
4. References 
5. Remarks reviewer, reactions, and adjustments 
5.1. Remarks summary 
5.2. Remarks draft thesis 
6. Systems Constellation Director 
6.1. Research question, elements and symbols 
6.2. Systems constellation (projection phase & intervention phase) 
6.3. Systems constellation (sequence intervention phase) 
6.4. Systems constellation (debriefing phase) 
6.5. Systems constellation (vision phase) 
7. Van Petegem (2015) Involvement, the key to successful change 
  
97 
 
ENDNOTES 
                                                                        
1
 Rights obtained, see Appendix A10, Display A201 
2
 The exact description in Dutch is included in Appendix A1 
3
 http://www.siza.nl/Wat-bieden-wij (15-09-2014) 
4
 Adviesaanvraag Reorganisatie Service Organisatie Siza, februari 2014. 
5
 Readiness for Organizational Change Measure 
6
 Perceived Organizational Readiness for Change 
7
 Diagnostic INventory for the Assessment of the willingness to change among Management in Organizations 
8
 Decision Determinants Questionnaire 
9
 Organizational Change Questionnaire 
10
 Soer (2014, p. iv) refers to this as the aggregation problems based on Baetschmann (2014, p. 398): overall 
group perceptions can be different from what subgroups perceive 
11
 www.thesistools.com  
12
 Translated from Dutch: ’Wat is het effect van de interventies van het management van Siza’s Service 
Organisatie in de loop van 2014 op de veranderbereidheid van de medewerkers?’   
13
 Vertaald uit het Nederlands: ‘Zijn er nog zaken die belangrijk zijn om te vermelden en die niet in deze 
vragenlijst aan de orde zijn geweest?’  
14
 Vertaald uit het Nederlands: ‘zijn er nog zaken die belangrijk zijn om te vermelden en die niet in deze 
vragenlijst aan de orde zijn geweest?’  
15
 http://www.steekproefcalculator.com/steekproefcalculator.htm 
16
 Afstudeerhandleiding Managementwetenschappen, OUNL 
17
 http://ip-science.thomsonreuters.com/cgi-bin/jrnlst/jloptions.cgi?PC=B 
18
 www.translate.google.nl 
19
 Readiness for Organizational Change Measure 
20
 Perceived Organizational Readiness for Change 
21
 Diagnostic INventory for the Assessment of the willingness to change among Management in Organizations 
22
 Decision Determinants Questionnaire 
23
 Organizational Change Questionnaire 
24
 Veranderingsbereidheid 
25
 https://translate.google.nl/ 
26
 http://www.thesaurus.com/browse/readiness?s=t 
27
 Vertaald uit het Nederlands: ‘Zijn er nog zaken die belangrijk zijn om te vermelden en die niet in deze 
vragenlijst aan de orde zijn geweest?’  
28
 Vertaald uit het Nederlands: ‘zijn er nog zaken die belangrijk zijn om te vermelden en die niet in deze 
vragenlijst aan de orde zijn geweest?’  
 
